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PREFACE 
Turnover is referred to as an individual's estimated probability that they will stay in an 
employing organization (Cotton & Tuttle, 1986). Explicitly or implicitly, turnover 
research posits that individuals independently decide' to leave their organization, 
regardless of whether antecedents to their decision are individual or organizational 
(Cohen, 1993; Horn & Kinicki, 2001; Lee & Mitchell, 1994; Shaw et al., 1998). On the 
other hand, retention activities may be defined as a sum of all those activities aimed at 
increasing organizational commitment of employees, giving them an overall ambitious 
and myriad of opportunities where they can grow by outperforming others 
(Bogdanowicz & Bailey, 2002). The Harvard Business Essentials (2002) defined 
retention as the converse of turnover being voluntary and involuntary. It is a voluntary 
move by an organization to create an environment which engages employees for a long 
term (Chaminade, 2007). 
High employee turnover creates problem for the organizations (Huang et al., 2006). 
Departing employees take away a great deal of accumulated knowledge with them 
(Mitchell et al., 2001). Besides, the cost of replacing an employee is estimated to be 
twice an individual's annual salary. Acquisition, development and retention of talent 
form the basis for developing competitive advantage in many industries and countries 
(Pfeffer, 1994, 2005). Hence, from a managerial perspective, the attraction and retention 
of high-quality employees is more important today than ever before. A number of trends 
(e.g., globalization, increase in knowledge work, accelerating rate of technological 
advancement) make it vital that fins acquire and retain human capital. While there are 
important differences across countries, analysis of the costs of turnover as well as labor 
shortages in critical industries across the globe have emphasized the importance of 
retaining key employees for organizational success. Therefore, organizations worldwide 
are now increasingly realizing the importance of retaining their talented workforce. It 
may appear to be easily predicted by macro-economic data, decades of research suggest 
that a rich understanding of, individual behavior under constantly evolving global and 
local conditions will require additional research effort. 
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Although, numerous researches have been conducted in the past to understand the 
employee turnover mechanism, turnover among professionals still remains a challenge 
for many companies (Ramachandran et al., 2011). Predicting employee satisfaction, 
commitment and turnover is important because employees have become the only source 
of sustainable competitive advantage to organizations (Cooper-Hakim & Viswesvaran, 
2005) and knowing the factors that affect the quitting decision of professionals is 
important for organizations to decrease the turnover rate of qualified employees 
(Ramachandran et al., 2011). 
Looking at the big picture of growing demand for management education in India, and a 
consequent rise in the numbers of B-schools, it can be confidently said that the 
problems related to ever-increasing teacher turnover rate and their retention in this 
sector cannot be overlooked. There is a pressing need for critically examining these 
issues and coming up with a set of factors that affect both teacher turnover and retention 
respectively. There is need to develop a concurrent strategic method, an innovative 
development paradigm that can be utilized to curb teacher turnover rate in the Indian B-
schools. Therefore, the focus of the present study was to identify and statistically 
examine the factors that lead to teachers' intention to stay in 	B-schools, and also to 
test the relationship between those factors and actual quitting of teachers. An attempt 
was made to explore the reasons that account for teacher turnover in Indian B-schools 
and which, if worked upon/improved, can vastly aid in retaining the teaching staff. 
The thesis is divided into six chapters. The first chapter deals with providing an 
overview to the concept of employee turnover and retention. The chapter opens with a 
brief description of the concept of employee turnover in general and teacher turnover in 
specific. It discusses the rationale and purpose behind the present research and gives an 
overview of the study's objectives; it also explains why a study on teacher turnover in 
the context of Indian B-schools was imperative. In the end, the chapter provides a 
snapshot of the research framework. 
The second chapter undertakes an extensive review of literature on employee turnover 
and retention. The chapter provides a review of the literature relevant to this study. The 
first part of the chapter begins with a review of literature on employee turnover and the 
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most consistent and discussed employee turnover antecedents. The second part of the 
chapter examines the employee retention issues and various retention factors. Then, the 
third part provides a description on the teacher turnover and retention issues. It also 
highlights the factors effecting teacher turnover and consequences of teacher turnover. 
Finally, the chapter presents a review of turnover and retention studies in Indian 
context. The chapter concludes with identifying problem areas and research gaps in the 
existing literature on employee turnover and retention in general and on teacher 
turnover and retention issues in Indian context to be specific. 
The third chapter deals with a discussion of the need for research and the study 
objectives. It elaborates the research design and methodology. A discussion on research 
constructs and items, instrument development, reliability and validity issues, sampling 
procedure and data collection is presented. This is followed by research hypotheses 
considered for the study along with an illustration of the conceptual research model. 
The chapter concludes with a brief overview of the method of analysis adopted for the 
present study. 
The fourth chapter opens with a discussion of the schema of the analysis. Thereafter, it 
provides a description of the profile of the respondents. Preliminary data analysis deals 
with an estimation of response rate and common method bias. Thereafter, the 
measurement model and structural model fit arc assessed and path coefficients 
estimated for testing of research hypotheses. Finally, test of differences have been 
carried out vis-à-vis the study variables. 
The fifth chapter presents a discussion of the findings based on the analysis undertaken. 
A comparison of the findings of the present research is drawn in light of previous 
researches and studies. The chapter ends with the presentation of conclusions drawn 
from the study. 
The sixth and last chapter deals with a discussion of the managerial implications and 
contributions of the study followed by the limitations that the present study suffers 
from. In the end the chapter highlights the possible directions for future research. 
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CHAPTER 1: INTRODUCTION 
Chapter Overview 
The chapter opens with a brief description of the concept of employee turnover in 
general and teacher turnover in specific. It discusses the rationale and purpose behind 
the present research and gives an overview of the study's objectives; it also explains 
why a study on teacher turnover in the context of Indian B-schools was necessary. In 
the end, the chapter provides a snapshot of the research framework. 
1.1 Employee Turnover and Retention: An Overview 
Employee turnover, as defined by Hoar and Griffeth (1995), is "voluntary termination 
of members from organizations" (p.1). It can also be defined as the "individual 
movement across the membership boundary of an organization" (Price, 2001: p. 600). 
Researchers have long been interested in employee turnover. As early as 1955, 
Brayfield and Crockett discussed the impact of employee attitudes on turnover, and in 
1958, March and Simon put forward the first model of employee turnover. By 1980, 
there were over 1000 articles and over a dozen review articles on the subject of turnover 
(Steers & Mowday, 1981). At present, there have been over 1500 studies in the area of 
turnover (Barrick & Zimmerman, 2005) and this interest cuts across many national 
boundaries (e.g. Ejorkman & Lu, 1999; Millerct al., 2001; Paik & Teagarden, 1995; 
Rauss, 1995; Slater, 2004). This extensive research and interest demonstrates the status 
of turnover as a key issue in Human Resource Management (HRM) literature. 
There are two major reasons why turnover is a central issue in the field of FIRM across 
the globe. First, turnover is related to low organizational knowledge, low employee 
morale, low customer satisfaction, high selection costs, and high training costs (Staw, 
1980; Talent Keepers, 2004). Research has also shown that high employee turnover is 
related to lower organization performance (Glebbeek & Bax, 2004; Huselid, 1995; 
Phillips, 1996). Second, the decision to turnover is often the final outcome of an 
individual's experiences in an organization (Hour & (3riffeth, 1995). Accordingly, many 
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studies have used turnover as a criterion to evaluate the effectiveness of various 
organizational processes, such as selection (Barrick & Zimmerman, 2005; Meglino et 
at, 2000), training (Glance et al., 1993), and coaching/ mentoring (Lankau & Scandura, 
2002; Luthans &Peterson, 2003; Payne & Huffman, 2005). Thus, understanding the 
factors that influence turnover gives organizations the opportunity to reduce selection 
and training costs, increase employee morale and customer satisfaction, and enhance 
organizational productivity. The study of turnover has a rich theoretical history in which 
multiple models have been advanced to understand this complex decision (Horn & 
(3riffeth, 1995). Most of these models are based on the premise that if an individual is 
unhappy with a job and finds another job, s/he is likely to leave the current job (Lee et 
aL, 2004). Thus, the focus of most turnover models is on job attitudes (job satisfaction 
or job commitment) as the primary drivers of turnover (March & Simon, 1958). 
Human resources (HR) are the backbone of an organization (Gerhart & Milkovich 
1990, Pfeffer, 1998). Moreover, the continuing prosperity of a firm is likely to be 
enhanced by employees who hold attitudes, value and expectations that are closely 
aligned with the corporate vision (Borman & Motwidlo, 1993; Cable & Parsons, 2001; 
Feldman, 2003; Spector, 1997). Clearly, hiring capable people is an attractive point of 
departure in the process, but building and sustaining a committed workforce is more 
likely to be facilitated by the employment of sophisticated HRM infrastructure 
(Beechler at at, 1993; Schuler & Jackson, 1987). Arguably, HRM policies and 
practices can be strategically designed and installed to promote desirable employee 
outcomes, which include the enhancement of the in-role and extra-role behaviors of 
employees. Yet, despite such costly investments, corporations are continually searching 
for techniques to improve and cement the linkage between employees and their 
organizations. With proper implementation, these techniques often facilitate a more 
committed workforce. Replacements and training expenses have a direct impact on 
organizational costs, productivity and performance, and as such, an increasing number 
of organizations are now recognizing employee retention as a key strategic issue (Glen, 
2006). 
Retention activities may be defined as a sum of all those activities aimed at increasing 
organizational commitment of employees, giving them an overall ambitious and myriad 
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of opportunities where they can grow by outperforming others (Bogdanowicz & Bailey, 
2002). Mak and Suckel (2001) noted that retaining a healthy team of committed and 
productive employees is necessary to maintain corporate strategic advantage. Hence, 
organizations must design appropriate strategies to retain their quality employees. The 
Harvard Business Essentials (2002) defined retention as the converse of turnover being 
voluntary and involuntary. It is a voluntary move by an organization to create an 
environment which engages employees for a long term (Chaminade, 2007). 
From a managerial perspective, the attraction and retention of high-quality employees is 
more important today than ever before. A number of trends (e.g., globalization, increase 
in knowledge work, accelerating rate of technological advancement) make it vital that 
firms acquire and retain human capital. While there are important differences across 
countries, analysis of the costs of turnover as well as labor shortages in critical 
industries across the globe have emphasized the importance of retaining key employees 
for organizational success (Hinkin & Tracey, 2000). In response, managers have 
implemented HR policies and practices to actively reduce avoidable and undesirable 
turnover (Fulmer et al., 2003; Horn et al., 2008; Kacmar et al., 2006; Michaels et al., 
2001). Given the development of new managerial approaches to retention, labor market 
dynamism, and evolution in research methodology and technology, it is not surprising 
that turnover continues to be a vibrant field of research despite more than 1500 
academic studies addressing the topic. 
While strategic human resource researchers are still investigating the causal 
mechanisms between HR practices and firm performance (Collins & Clark, 2003; Hatch 
& Dyer, 2004), most include voluntary turnover as a critical component of the equation 
(Shaw et al., 2005; Ulrich & Smallwood, 2005). According to them it is one variable 
that conceptually connects the experiences of individuals in organizations to critical 
measures of success for those organizations. Samuel and Chipunza (2009) noted that the 
main purpose of retention is to prevent the loss of competent employees from leaving 
the organization as this could have adverse effect on productivity and profitability. 
Similarly, Bogdanowicz and Bailey (2002) noted that organizations try to provide their 
workforce benefits and a holistic motive to stick with the current organization and 
making then decision to leave the organization difficult and pointless. 
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1.2 Teacher Turnover and Retention: An Overview 
Amolds and Boshoff (2004) validly pointed out that human capital element in the form 
of teacher/facilitator/lecturer in educational institutions (knowledge intensive 
organisations) is far more important than in other organizations, "....as the 
development, transfer and reception of knowledge cannot be achieved without the 
inputs of the educators...." (p. 2). Bourdieu (1986) observed that intellectual capital in 
academic institutions is a sought-after commodity and is recognized as invaluable. 
Ingersoll (2001) defines teacher turnover as the departure of teachers from their 
teaching jobs. 
A high quality teaching staff is the cornerstone of a successful society. It's been far 
realized that attracting and retaining high quality teacher is a primary requirement for 
establishing a successful educational institution (Sharma & Jyoti, 2006), taking a note 
of which, during the past many years, substantial empirical research has focused on 
determining which kinds of teachers arc more prone to leave teaching and why (e.g., 
Babbitt etal., 1994; Chapman & Green, 1986; Chapman & Hutcheson, 1982; Grissmer 
& Kirby, 1992, 1997; Halner & Owings, 1991; Haggstrom et al., 1988; Heyns, 1988; 
Marso & Pigge, 1991; Miech & Elder, 1996; Mumane, 1981, 1987; Mumane or a/., 
1991; Murnane et al., 1988; Rumberger, 1987; Schlechty & Vance, 1981, 1983; Weiss 
& Boyd, 1990). 
Containing teachers' intent to leave is becoming a primary target of school 
administrators because of its considerable cost to Human Resource Management (Harris 
at a1., 2005). Teacher turnover has significant implications for the education profession 
because it contributes to organizational instability and high levels of uncertainty in 
educational settings (Ingersoll & Smith, 2003). Often teachers who consider leaving are 
the more qualified ones, which jeopardize teaching standards in the school (Ingersoll, 
2001). The most severe consequence of high teacher turnover is its negative effect on 
teaching quality and student achievement. Evidence suggests that teacher ability is the 
single most important factor affecting student achievement (Curran et al., 2000; 
Ceringer, 2000). Turnover besides causing a talent deficit in an organization also ends 
up in the valuable talent moving to competing entities (Stove! & Bontis, 2002), 
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Moreover, the continuity of school reform efforts is highly sensitive to teacher stability 
(Fullan, 2001). 
In 1999, in an article in Education Week, John Morrow reported that recruitment was 
both the "wrong diagnosis" and a "phony cure" (p. 38) for teacher shortage. By 2003, 
the National Commission on Teaching & America's Future (NCTAF) had announced 
that teacher retention was a "national crisis" (p. 21). Dufftin (1999) points out that it is 
difficult to fill the vacancies created by educators who leave the profession, 
Furthermore, it has been noted that it has become hard for the organizations to exercise 
influence on the employees for retaining them (e.g. Warsi et al.. 2009). 
Researchers like, (Tutuncu & Kozak, 2007; Robinson & Baron, 2007 and Carbery et al. 
2003) have established consistently that employee turnover has a direct correlation with 
job satisfaction and organizational commitment. Hence, the understand ng of factors 
affecting teachers' satisfaction and commitment at the workplace is of paramount 
importance for a successful educational system (Sharma & Jyoti, 2009). Studies 
focusing on retention might identify factors that relate to teacher turnover (Guarino et 
at., 2006). Also, in order to stop the turnover rate of teachers, universities should make 
it mandatory to follow a set of binding rules for recruitment, selection, remuneration 
and other administrative aspects which would be commonly applicable to all colleges 
(Kannan & Pillar, 2008). Khurana and Aron (2011) noted there is a requirement of 
providing not only financial incentive such as proper honorarium and promotion 
facilities but also non financial incentives such as satisfactory working conditions, 
recognition, acknowledging competence etc. for retaining deserving professional. The 
study further quoted that "...institutes will have to adopt long term retention strategy to 
reduce turnover of the faculty to maintain a reputation and for the development of future 
generation......" (Khurana & Arora, 2011: p, 144). 
LI 
1.3 Business Schools and Management Education 
Associations and B-school' networks, whether they have a global, regional, or country 
specific mission, are important players in the global management education community 
(GFME, 2008). B-schools are among the best appreciated institutions of higher 
education worldwide. They are excellent examples for other academic disciplines in 
terms of dedication to teaching and learning, performance benehmarking and value for 
society (Noorda, 2011). Quality management education contributes to society in other 
ways beyond education, The research conducted by faculty on business practices, 
organizations, markets, and environments contributes to an ever-expanding base of 
knowledge, ensures that pedagogy remains current and relevant, and helps companies to 
acquire a better understanding of the strategies that will ensure their success in a rapidly 
evolving world, Faculty expertise, and often that of their students, is sought by members 
of all business communities Thus, high quality B-schools provide nations with a 
competitive advantage, not only in the form of a skilled workforce, but also through 
intellectual contributions to general business knowledge (GFME, 2008). 
1.3.1 Business Schools and Management Education: Global Scenario 
The history of management education dates back to 1931 when the first management 
education program was started at MIT. The second was at Harvard, dating back to 1943. 
The first review of business education that has been reported in the public domain was 
from University of Pennsylvania in 1931 (McFarland, 1960, as cited in Goodrick, 
2002). This report stated that schools of business should establish a genuine discipline 
to be credible. Carnegie Foundation brought out a report on management education in 
1959 (Pierson, 1959). This report stated that schools of business have changed very 
little since the 1931 report of Bassani and Dewhtrst. As a way out, a three point agenda 
for improving management education was proposed by McFarland (1960), as cited in 
Goodrick (2002). 
B-school is an abbreviated form, which means a Business school. It is usually a university-level 
institution that confers degree in Business Administration. It teaches topics such as accounting, 
economics, organizational behavior, human resource management, strategy etc. Business school is a 
common term, often used by researchers, and is generally referred as an institute that provides 
management education (e.g. Comuel & Kletz, 2011; Lutz, 2011; Noorda, 2011; Sullivan, 2011; Tcece, 
2011; Thomas & Comuel, 2011; Thomas & Thomas, 2011), 
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Since then, management education has entered a period of profound transition driven by 
globalization, technology, demographics, and pressing social imperatives. Countries 
around the globe have experienced tremendous growth in management education. 
Perhaps the most significant contributing factor has been growth in higher education, in 
general. In 1991, only 68 million students were enrolled in tertiary education 
(UNESCO, 2006). Driven by growth in college-age populations and increases in higher 
education participation rates, enrollment grew 94.1 percent to its 2004 figure of 132 
million. According to UNESCO (2006), between 1991 and 2004, the number of tertiary 
students more than tripled in Sub-Saharan Africa and the Middle East and more than 
doubled in all regions of East Asia and Latin America. Interestingly, East Asia and the 
Pacific now represent the largest proportion of tertiary students and have experienced 
the greatest growth in the absolute number (25 million) of students. It's also worth 
noting at this stage that North America and Western Europe now represent only one-
quarter of the total participation in higher education. That's down from 38 percent in 
1991. Intense global competition has catapulted management education into an 
increasingly central role in the success of individuals, business and corporations. 
Management education has become a big business across the world (Bowonder & Rao, 
2004). It has become a major profession that attracts considerable attention across the 
world. 
The global management education market is estimated to be US $22 billion (Friga et at, 
2003) and it is growing at about 10-12 percent per annum. Interestingly, global 
competition is changing the relationship between management education and business. 
The efforts for building leadership pipelines in organizations have intensified in the last 
five to six years (Conger & Fulmer, 2003). As a result of which, MBA programs are the 
subject of growing scrutiny as they wrestle with how to prepare students for 
increasingly complex organizations and careers. 
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Table 1.1 illustrates number of Institutions awarding business and management degrees 
across the globe. 
Table 1.1: Number of Institutions Awarding Management Degrees by Country 
Country Undergraduate Masters Doctoral 
Argentina 69 33 5 
Australia 39 39 39 
Austria 22 26 6 
Canada 60 40 20 
Chile 60 13 0 
China 1,396 96 NR 
Hong Kong SAR 28 44 18 
Cyprus 10 5 1 
Estonia 5 5 3 
Finland 12 12 9 
France 100 100 NR 
Germany 32 32 59 
Ghana 10 4 0 
Greece 20 41 8 
Hungary 35 13 11 
Ireland 27 20 15 
Korea 218 210 130 
Latvia 20 12 2 
New Zealand 25 10 10 
Philippines 1,127 216 44 
Poland 420 200 50 
Thailand 95 61 9 
United States 1,550 T 	890 130 
Source: Global Foundation for Management Education (GFME). (2008). 
The Global Management Education Landscape: Shaping the future of 
Business school, Emerald Group Publishing, Ltd. 
During recent years, the MBA degree has been the focus of vigorous debate. A number 
of the publications at the center of this exchange have been highly thoughtful and even 
provocative, ranging from sweeping critiques to historical reviews (Bennis & O'Todle, 
2005; Ghoshal, 2005; Khurana, 2007; Mintzberg, 2004; Moldoveanu & Martin, 2008; 
Pfeffer & Fong, 2002, 2004). At first glance, the marketplace for graduate management 
training looks healthy (Bennis & Todle, 2005). However, just below the surface are a 
number of signs that the MBA degree is at a crossroads, and the need for change is 
pressing. Bloomberg Business Week (2000-2008) suggested that MBA enrollment 
reveal a striking shift in program mix. In particular, the traditional MBA degree — two 
years of full-time, in-residence training — is no longer the dominant model of graduate 
business education. Substitutes have grown, including: one-year MBA programs, one-
year specialized master's programs, part-time MBA programs, Executive MBA 
programs, online MBA programs, and corporate training and development programs. 
The traditional two-year program now accounts for only 40 percent of the MBA degrees 
conferred by AACSB accredited business schools (Bloomaberg Business Week, 2000-
2008). 
1.3.2 Business Schools and Management Education: Indian Scenario 
Indian educational system has been subjected to fast, radical, and ever revolutionary 
change over the past years (Sangeeta et al., 2008). Management education in India is 
predominately a derivative of western management thought and practice (Kumar & 
Dash, 2011) and is one among those which got a new dimension with this changing 
time. Initially, Marketing, Finance and Human Resource Management were considered 
as functional area of management, but now management education covers much more 
functional area like operations, information technology, international business, supply 
chain management, retail and much more to add to the list (Kumar & Dash, 2011). This 
fundamental transformation of management education has been viewed as both 
inevitable and necessary (e.g. Panandiker, 1991). 
A rise in demand of higher education in the field of management has been witnessed 
and well recorded by researchers from mid nineties (Agarwala, 1995) till recently (e.g. 
Jagadeesh, 2000; Kumar & Dash, 2011). A phenomenal growth in it had been recorded 
by National Knowledge Commission (2006-2009) as well in its 'Report to the Nation'. 
The same report maintained that India produces a large number of management 
graduates, perhaps next only to the U.S. 
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Concurrently, there is a mushrooming of B-schools in the country (over 2,500 institutes, 
of which about 1940 -are certified by the All India Council for Technical Education 
(AICTE2). 
Table 1.2 shows the growth of AICTE approved technical institutes and growth in 
number of intakes (students) in the last five years. 
tote i.z: urowrn or Mite It approves n•scnoois ana tmaKe in last rive yea 
Year Growth in number of B-schools Growth of intake in B-schools 
2005-06 1052 80464 
2006-07 1132 94704 
2007-08 1149 121867 
2008-09 1523 149555 
2009-10 1940 179561 
Source: Kumar, S. & Dash, M.K. (2UI 1). Management Education in India: Trends, 
Issues & Implications, Research Journal ofInternational Studies, 18, 16-26 
The formal management education available in India can be categorized as follows (as 
seen in Jagadeesh, 2000): 
• Certificate courses. 
• Diploma courses. 
• Graduate courses. 
• Postgraduate courses. 
• Doctoral programmes. 
It must be emphasized here that the present study focuses on postgraduate level courses 
like MBA and equivalent programmes, as these happen to be the most sought-after 
courses and currently expanding in terms of number of seats available for formal 
management education. 
There are six types of management education organizations all over the country 
(Knowledge Commission of India, 2005). Some of the B-Schools are set up by central 
government; some come under the affiliation of different universities whereas some are 
2 Having vested with statutory powers, AICTE has a major role to play in planning, formulation and 
maintenance of norms and standards, accreditation, funding of priority areas, monitoring and evaluation 
of courses/programmes in the field of technical education to ensure coordinated and integrated 
development of technical education in the country 
T t 
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approved by the All India Council for Technical Education (AICTE). Many new 
institutions have exclusively been set up, in particular by the private sector in large 
numbers, to offer postgraduate courses in management. Besides, many existing 
institutes have started offering these courses considering the huge demand (Jagadeesh, 
2000). Kapur and Mehta (2004) estimated that about 90 per cent of the seats in business 
schools are private. The active participation of private players has led to capacity 
expansion, but in the process, the quality of higher education has suffered. Though India 
has the largest pool of university graduates, still it is expected to face shortage of skilled 
nanpower in the near future and this is attributed to the limited employment suitability 
if this large talent pool. The reason behind this low suitability is that the quality of the 
igher educational institutions in India varies a great deal (Kapur & Mehta, 2004). 
agadeesh (2000) provided the following reasons why management education in India is 
.n an all time high. 
• A large number of graduates are coming out of colleges and institutes every 
year, making every job opportunity highly competitive and difficult to get. With 
job opportunities not being expanded in similar proportion, the majority of these 
graduates turn towards postgraduate education. 
• Many multinational companies, attracted by India's "open door" policy, adopted 
due to economic liberalization and globalization, have recently set up their 
branches and offices in India. These companies, during campus placement and 
recruitment, have shown a preference for candidates with postgraduate 
management degrees. 
• Several companies have raised the entry-level qualification itself to post-
graduation with specialization in management. This is being done to ensure 
availability of candidates with better skills and knowledge and also to filter out 
the large number of applications they receive for every job they advertise. 
• Many students feel that a postgraduate qualification, particularly in 
management, will provide them with special skills like good communication 
abilities, ability to work in teams, leadership quality, and exposure to current 
trends in business and commerce, thus enhancing their employability, 
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It can be observed that the parameter `Intellectual Capital and Faculty' is given the 
highest weightage while evaluating the quality of these management institutions and 
thus, there exists a need for a mechanism to capture, preserve, retrieve and make visible 
this intellectual capital of the management institute (Doctor & Ramachandran, 2008). 
1.3.3 Business School Teachers: Shortage and Retention Issues 
In a 2007 survey of AACSB members worldwide, nearly 90 percent of respondents 
listed faculty recruitment and retention issues related to doctoral faculty shortages as 
among their top three challenges for the next three years (AACSB, 2007). AACSB 
published a report "Sustaining Scholarship in Business Schools," in 2003. In the report, 
AACSB projected a shortfall of nearly 2,500 doctoral faculty members by 2012 in the 
United States alone (AACSB, 2003) 
In Africa, Adei reported that, "business schools in Ghana are faced with an acute 
shortage of academically qualified and experienced faculty' (Adei, 2005, p. 78). Kayuni 
and Tambulasi (2007) in their research concluded that the case of teacher turnover in 
Malawi is very serious and shrouded by several interrelated factors. Likewise, Cook 
(2006) noted that attracting and retaining good faculty is probably the single most 
quoted issue for B-schools. In China, Zhao Chunjun argues that "both the quantity and 
quality of faculty in business and management schools need to be improved" (Chunjun, 
2005, p. 171). Data available from a McKinsey study indicate a ratio of 20 full-time 
teachers to 10,000 students in business and management (As cited in Gatti, 2006). 
It should be no surprise that faculty concerns are expressed globally among business 
school leaders. Just as business has globalized, so too has the market for faculty talent. 
As shortages have materialized in the United States, business schools have drawn 
increasing numbers of faculty from Europe and other regions, creating a ripple effect. 
Although, in European B-schools, the situation may be somewhat less pressing than in 
American B-schools, the number of B-schools increases rapidly, while the number of 
qualified staff stays more or less stable at best (Bollag, 2006). The remuneration 
packages are still much lower in Europe (with only a few exceptions) than those in 
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America (Djelic, 2006; as cited in GFME report, 2008). And differences in faculty 
salaries and currency values make U.S. recruitment in Canada particularly attractive. 
Unfortunately, Canada produces fewer than 100 business and management doctorates 
annually, and roughly half of those enter industry (Saunders, 2005). The worldwide 
faculty shortage accentuates the problem in Australia, where business schools have to 
compete with schools around the world for well-qualified faculty (Crosby, 2006; as 
cited in GFME report, 2008). 
Top-tier East Asian business schools often prefer to hire faculty with doctorates from 
North American and Western European business schools, placing East Asian business 
schools in direct competition with better-resourced business schools in North America 
and Western Europe (Lee & Park, 2005; as cited in GFME report, 2008). Cook (2006), 
as cited in GFME report (2008), highlights the same problem in Africa, which has been 
in a "vicious cycle of losing the best faculty to well-resourced northern universities or 
better-paid private-sector positions, leading to a deterioration of the quality of teachers. 
In some areas, the poor quality of business doctoral education is to blame for the dearth 
of qualified faculty. In parts of Asia (e.g., Korea and India), despite their relative 
abundance, Dharni Sinha, founder of Association of Management Development 
Institutions in South Asia (AMDISA) noted that, `from the medium and long-term 
perspectives, another relevant issue related to faculty shortages is the inadequacy of 
good faculty research and publications. Only the top 201030 schools produce a credible 
research and publications output" (Sinha, 2005, p. 111). It was also added that domestic 
doctoral programs seem to suffer from poor quality and students. Furthermore, about 70 
percent of Indian business schools have fewer than seven members of faculty, and they 
usually do not have a doctorate (Zachariahs, 2003). The Cosmode Management 
Research Centre (2003) estimates that the shortage of doctoral qualified faculty in India 
amounts to 7,200 in numbers. 
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1.4 Rationale for the Study 
There are many reasons to study voluntary turnover. High employee turnover creates 
problem for the organizations (Huang at at., 2006). Departing employees take away a 
great deal of accumulated knowledge with them (Mitchell at al., 2001). Besides, the 
cost of replacing an employee is estimated to be twice an individual's annual salary. It 
can be costly and disruptive to organizations. Further, training and developing new 
recruits to bring them to the desired level of performance requires heavy investment in 
terms of time, money and other resources (Mitchell at al., 2001). Chughtai & Zafar 
(2006) noted that it is not necessary to be a management expert or an economist to 
understand that if the education managers are spending a large sum and hours of their 
time to replace teachers, preventing brain drain in the first place might have saved some 
of the resources. 
Although, numerous researches have been conducted in the past to understand the 
employee turnover mechanism, turnover among professionals still remains a challenge 
for many companies (Ramachandran at a1., 2011). Predicting employee satisfaction, 
commitment and turnover is important because employees have become the only source 
of sustainable competitive advantage to organizations (Cooper-Hakim & Viswesvaran, 
2005) and knowing the factors that affect the quitting decision of professionals is 
important for organizations to decrease the turnover rate of qualified employees 
(Ramachandran at at., 2011). 
It is very important to understand the dynamics of organizational commitment of 
teachers because teachers that are highly committed stay longer, perform better, miss 
less work, and engage in organizational citizenship behaviors. Teachers who are not 
committed to their work place are likely to put less effort in the classroom as compared 
to teachers with high levels of commitment. This would adversely affect student 
Teaming and achievement in particular and standard of education in the country in 
general. Moreover, high turnover among teachers, especially when good teachers quit, 
can have high costs and implications for the education system. This is because good 
quality teachers take with them their research, teaching skills, and experience. Other 
14 
costs include the time involved in recruitment, selection, and training of new faculty; 
advertising expenses; and increased worklo ads for existing faculty. 
Higher education is not immune to the problem of low job satisfaction; in fact, 
educational leaders have increased the number of research studies that try to identify 
factors that affect job satisfaction (Davis, 2001; Grace & Khalsa, 2003; Scarpinato, 
2001; Truman, 1999).Though job satisfaction is the most researched topic in the field of 
organizational behavior (Applebaum at at, 2000; Spector, 1997), job satisfaction of 
knowledge workers needs to be researched upon (Narang & Dwivedi, 2010). In addition 
to educational leaders and community leaders, other offices and stakeholders within 
higher education have concern about the financial impacts that job satisfaction and 
faculty departures have on the institution (Malik et al., 2010). Also, the relationship 
between job satisfaction and organizational commitment is very crucial now-a-days 
because people now often do not prefer to stay with the same organization for long. It 
has become hard for the organizations to exercise influence on the employees for 
retaining them (Warsi et al., 2009). 
Acquisition, development and retention of talent form the basis for developing 
competitive advantage in many industries and countries (Pfeffer, 1994, 2005). 
Therefore, organizations worldwide are now increasingly realizing the importance of 
retaining their talented workforce. It may appear to be easily predicted by macro-
economic data, decades of research suggest that a rich understanding of individual 
behavior under constantly evolving global and local conditions will require additional 
research effort. 
In the light of above discussion, it is quite evident that not only attracting but also 
retaining faculty is an activity that is of pivotal importance to the long term well being 
of B-schools. The idea has been well supported in previous researches (e.g. AACSB, 
2002; Duderstadt, 2001; [orange, 2003). Looking at the big picture of growing demand 
for management education in India, and a consequent rise in the numbers of B-schools, 
it can be confidently said that the problems related to ever-increasing teacher turnover 
rate and their retention in this sector cannot be overlooked. There is a pressing need for 
critically examining these issues and coining up with a set of factors that affect both 
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teacher turnover and retention respectively. There is need to develop a concurrent 
strategic method, an innovative development paradigm that can be utilized to curb 
teacher turnover rate in the Indian B-schools. Therefore, the focus of the present study 
was to identify and statistically examine the factors that lead to teachers' intention to 
stay in 	B-schools, and also to test the relationship between those factors and actual 
quitting of teachers. An attempt was made to explore the reasons that account for 
teacher turnover in Indian B-schools and which, if worked upon/improved, can vastly 
aid in retaining the teaching staff. 
1.5 Objectives of the Study 
The broad objective of the study is; 
To investigate the impact of retention factors on teachers' job 
satisfaction, organizational commitment, intention to stay and actual 
turnover as also to assess differences on the above study variables vis-a-
vis socio-demographic characteristics. 
The broad objective can be broken down into two categories of sub-objectives. 
Category I: Investigating the impact of retention factors on teachers' turnover 
❖ To investigate the impact of pay satisfaction (PS), as a retention factor, on 
teachers' job satisfaction (TS), organizational commitment (OC), intention to 
stay (IS) and actual turnover (AT). 
To investigate the impact of satisfaction with promotion opportunities (PR), as a 
retention factor, on teachers' job satisfaction, organizational commitment, 
intention to stay and actual turnover. 
•:• To investigate the impact of satisfaction with supervision (SU), as a retention 
factor, on teachers' job satisfaction, organizational commitment, intention to 
stay and actual turnover. 
4 To investigate the impact of satisfaction with work-schedule flexibility (WSF), 
as a retention factor, on teachers' job satisfaction, organizational commitment, 
intention to stay and actual turnover. 
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fi To investigate the impact of retention factors (PS, PR, SU & WSF) on actual 
turnover through teachers' job satisfaction, organizational commitment and 
intention to stay acting as mediating variables. 
Category II: To assess differences on various study variables vis-a-vis socio-
demographic characteristics of teachers. 
❖ To assess differences on the study variables (viz. PS, PR, SU, WSF, TS, OC 
& IS) on the basis of gender. 
To assess differences on the study variables (viz. PS, PR, SU, WSF, TS, OC 
& IS) on the basis of marital status. 
4 To assess differences on the study variables (viz. PS, PR, SU, WSF, TS, OC 
& IS) on the basis of experience. 
1.6 Research Framework 
The research framework and procedure followed in the present study has been 
illustrated in Exhibit 1.1. 
Exhibit 1.1: Research Framework 
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CHAPTER TWO: LITERATURE REVIEW 
Chapter Overview 
The chapter provides a review of the literature relevant to this study. The first part of 
the chapter begins with a review of literature on employee turnover and the most 
consistent and discussed employee turnover antecedents. The second part examines 
the employee retention issues and various retention factors. Then, the third part 
provides a description on the teacher turnover and retention issues. It also highlights 
the factors effecting teacher turnover and consequences of teacher turnover. Finally, 
the chapter presents a review of turnover and retention studies in Indian context. The 
chapter concludes with identifying problem areas and research gaps in the existing 
literature on employee turnover and retention in general and on teacher turnover and 
retention issues in Indian context to be specific. 
2.1 Employee Turnover: An Overview 
Employee turnovers, as defined by Horn and Griffeth (1995), are "voluntary 
terminations of members from organizations" (p.1). Employee turnover is the rotation 
of workers around the labor market, between firms, jobs and occupations, and 
between the states of employment and unemployment (Abassi & Hollman, 2000). It 
can also be defined as the "individual movement across the membership boundary of 
an organization" (Price, 2001: p. 600). The concept "individual" refers to the 
employees within an organization and the notion of movement can be interpreted 
either as an accession or a separation of the company. In other words, employee 
turnover is the movement of labor out of and into a working organization (Lashley, 
2000). Turnover is referred as an individual's estimated probability that they will stay 
in an employing organization (Cotton & Tuttle, 1986). Explicitly or implicitly, 
turnover research posits that individuals independently decide to leave their 
organization, regardless of whether antecedents to their decision are individual or 
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organizational (Cohen, 1993; Horn & Itinicld, 2001; Lee & Mitchell, 1994; Shaw et 
al., 1998). 
In turnover literature, authors had also used other labels for turnover, such as quits, 
attrition, exits, mobility, migration or succession (Morrell et. al, 2004). Since, it is 
very important to distinguish between cases where individuals have decided to leave 
and cases where they had to leave, as well as ignoring the reasons why they leave; the 
three fundamental characteristics of turnover were discussed by Morrell et al. (2001) 
viz, voluntariness, avoidability and functionality. It should be emphasized that this 
study's concern would be the voluntary form of turnover. 
Voluntary turnover is a major problem for organizations in many Asian countries such 
as Hong Kong, China, South Korea, Malaysia, Singapore, and Taiwan (Barnett, 1995; 
Chang, 1996; Mac Lachlan, 1996; Syrett, 1994). Similarly, employee turnover is very 
prevalent in India as well (Abdul Rahman et al., 2008; Ramachandran et al., 2011). In 
voluntary turnover, an employee leaves the organization of his own free choice with 
same of the possible reasons being: low salary, job dissatisfaction or better job 
opportunities elsewhere whereas involuntary turnover takes effect when the 
organization makes the decision to remove an employee due to poor performance or 
economic crisis (Aksu, 2004). In addition, Price (2001) said that voluntary turnover 
can be termed as 'avoidable' turnover and involuntary turnover as 'unavoidable' 
turnover. For most part, voluntary turnover is treated as a managerial problem that 
requires attention, thus its theory has the premise that people leave if they are 
unhappy with their jobs and job alternatives are available (Horn & Kinicki, 2001). 
Thereof, most studies have focused on voluntary rather than involuntary turnover 
(Wright, 1993). 
2.1.1 The Cost of Employee Turnover 
A low level of employee turnover is normal and healthy in any occupation, in that it 
offsets potential stagnancy, eliminates low performers, and encourages innovation 
with the insertion of new blood (Ingersoll & Smith, 2003). However, high levels of 
employee turnover lead to low performance and ineffectiveness in organizations, and 
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result in a number of costs and negative consequences. According to Mobley (1982), 
the most frequently studied organizational influence of turnover is monetary cost, The 
cost, both direct and indirect, can vary substantially between and within organizations 
(Rothwell, 1992). Abbasi and Hollman (2000) sought to determine the impact of 
employee turnover on organizations and found that excessive employee turnover often 
engenders far-reaching consequences and, at the extreme, may jeopardize efforts to 
attain organizational objectives. Many researchers found high turnover rates might 
have negative effects on the profitability of organizations (Aksu, 2004; Hinkin & 
Tracey, 2001; Kaak et al., 1998). The financial impact of turnover is usually 
expressed in monetary terms. Cascio in 1991 made the most significant contribution 
in this respect, discussing the extent to which turnover cost are important (Tziner & 
Birati, 1996). Table 2.1 illustrates his model that consists of categories of expenses. 
According to Cascio, the summation of the components of the three major categories 
should constitute the expense of an employee turnover (Tziner & Birati, 1996: p.114). 
Norton (1999) explains that replacing employees costs 25% of each person's salary. 
Tahln 21 • f:atpnnriee of Fvnnnen Accnnantpd with Tnrnnvr f.net 
5epar at! on 
Cost 
• • 
• 
The costs incurred for exit interviews 
Administrative functions related to termination 
Separation/severance jiy 
• Advertising position availability in various media Replacement • Entrance interviews Cost • Holding decision making meetings 
• Norms of conduct and performance 
Training • Disseminating relevant information for organizational 
Cost socialization 
• Participation in on-the-job training activities 
Source: Cascio, 1991 (cited in Tuner & Biratl, 1996: p.114) 
Johnson (1981) viewed turnover as problematic for the industry, affecting the quality 
of products and services and incurring considerable replacement and recruitment 
costs. Examples from prior research reveal the incredible cost incurred in losing 
critical employees. For example, in one study (Hale, 1998), employers cited 
recruitment costs of 50 to 60% of an employee's first year's salary and up to 100% for 
certain specialized, high-skill positions. In another study, Fitz-enz (1997) indicated 
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that when direct and indirect costs are combined, the total turnover cost of an exempt 
employee is a minimum of one year's pay and benefits, or a maximum of two years' 
pay and benefits. Also, earlier researches have concluded that people who leave are 
those who are most talented (e.g. Hinkin & Tracey, 2000). It is extremely difficult to 
place exact estimates on the total financial impact of labor turnover, particularly as 
lost intellectual capital is almost immeasurable (Fitz-enz & Phillips, 1998). The issue 
of quality is highlighted when someone unfamiliar with the tasks takes on the vacant 
position. It takes a long time to learn a newjob and ranges from 54 to 80 days to reach 
an acceptable level of competence (1-linldn & Tracey, 2000). The American 
Management Association (1997) reports the costs of the loss of a knowledge worker 
at between six and eighteen months salary. Branch (1998) believes the cost to be 
150% of the departing person's salary. 
Elevated rates of teacher turnover are costly in the recruitment, hiring, and training of 
new personnel (Brewster & Railsback, 2001; Chapman & Green, 1986; Shen, 1997). 
According to Hunt and Carroll (2002, p. 8) "This churning staff turnover keeps school 
administrators scrambling to find replacements, and in too many cases quality 
teaching is compromised in an effort to find a sufficient number of warm bodies to 
staff the classrooms. In the wake of this turmoil, student achievement declines". 
The high price tag of teacher turnover does not include the cost of what Kastelic calls 
"the loss of intellectual capital" (Eltorre, 1997, p. 4). However, the issue of quality 
cannot be ignored when dealing with employee turnover. Curtis and Wright (2001) 
stated that "high turnover can damage factors such as quality and customer service 
which provide competitive advantage, thereby inhibiting business growth or even 
causing a decline in the level of business". It is often said that the people who leave 
are those who are most talented (Hinkin & Tracey, 2000).Tumover besides causing a 
talent deficit in an organization, also ends up in the valuable talent moving to 
competing entities (Stovel & Bonds, 2002). Studies have found that teachers leaving 
the profession were more gifted academically and were more qualified than those who 
stayed (Chapman & Green, 1986; Halford, 1998; Henke es aL, 2000; Heyns, 1988; 
Murnane or aL, 1991; Schlecty & Vance, 1981). A study conducted by Davis (1988) 
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found that 67.7% of the 108 teachers who had voluntarily withdrawn from teaching 
had average to superior performance ratings by their principals. 
2.1.2 Turnover Process Models 
Several studies were already conducted that focused on developing and estimating a 
causal model specifying the factors of voluntary turnover. Five important turnover 
models/studies were identified from the extant literature, which are instrumental in 
shaping the present research. The common theme which can be observed from the 
following described models is that turnover behavior is a multistage process that 
includes behavioral, attitudinal, and decisional components. 
1) Bluedorn 's Unified Model 
Bluedorn (1982), through his unified model for employee turnover, made an attempt 
to develop a more complete understanding of the turnover process by synthesizing 
three of the earlier developed turnover models by Price (1977), Mobley (1977) and 
the organization commitment model. Exhibit 2.1 presents an illustration of the model, 
developed by Bluedorn (1982), which incorporates these three previous models. The 
variables (in the model) leading directly to job satisfaction were suggested in the 
previous model by Price (1977). He developed a model of the turnover process which 
illustrates this process as beginning with a series of structural' and individual 
determinants of job satisfaction (e.g. centralization, pay, communication etc.). The 
work of Marsh and Mannari (1971) suggested the position of organizational 
commitment in the model as they hypothesized, in their study, that job satisfaction 
was a determinant of organizational commitment. Organizational commitment has 
been consistently related to turnover, and may itself be caused by several of the 
determinants of job satisfaction in Price's model, as well as by job satisfaction itself. 
The positioning of job search and intent to leave in the model was earlier confirmed 
in the work of Mobley (1977). Bluedorn (1982) simplified his work to the following 
sequence: dissatisfaction leads to job search which leads to an intention to quit or stay 
which leads to the individual's actual quitting or staying behavior. 
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This unified model of turnover was empirically tested by Bluedom (1982) through 
path analysis and a subsequent cross-validation in another data set. Overall, the form 
of the general model developed in the theoretical synthesis was supported in its 
empirical examination with few modifications. 
Exhibit 2.1: Bluedom's Unified Model for Employee Turnover 
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2) Price and Mueller's Model 
Price and Mueller's model from 1986 analyzes the causal determinants of turnover 
(Morrell et al., 2001). This model offers a comprehensive list of determinants, 
including generic factors like job satisfaction.1Unmver is interpreted as the result of a 
"decision process" (Morrell et al., 2001: p. 36). Exogenous variables, which are 
independent from the states of other variables in the model, are subdivided into three 
major groups: Environmental, individual and structural groups (Price, 2001). 
Endogenous variables which values are determined by the states of other variables in 
the model are job satisfaction, organizational commitment and intent to leave. Several 
23 
unidirectional causal relationships with the dependent variable turnover are illustrated 
in Exhibit 2.2. 
Price and Mueller enhanced their model by adding other exogenous (e.g. social 
support) and endogenous (e.g. search behavior) variables in their construct (Price, 
2001). Nevertheless, this model also shows some limitations. There is a lack of 
fundamental theory of behavior or action, thus this limits an adequate explanation for 
the turnover process (Morrell et at., 2001). However, even with the inclusion of more 
than 15 determinants of turnover, these models explained only about 13% of turnover 
variance (Horn & Grifleth, 1995). 
Exhibit 2.2: Price and Mueller's Causal Model for Employee Turnover 
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3) Lum et al's. Model 
The purpose of Lum et al.'s (1998) study was to assess both the direct and indirect 
impact of certain pay policies upon the turnover intentions. The two major questions 
addressed were: What was the relative impact of job satisfaction, pay satisfaction, and 
organizational commitment upon the turnover intentions of employees eligible for 
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these pay policies? And what model accurately portrays the relationship among these 
three independent variables and turnover intentions? By deriving and testing causal 
inferences regarding pay satisfaction, job satisfaction, and organizational 
commitment, as illustrated in Exhibit 2.3, this research has somewhat clarified the 
combined effects of these variables on turnover intent. The results reveal a model of 
association which is more complex than assumed by previous researchers (Lum et al., 
1998). 
The satisfaction-to-commitment mediation process found in this study is consistent 
with Porter et al.'s basic model (1974) which proposes that commitment takes longer 
to develop and is more stable than satisfaction. This model suggests that job 
satisfaction has only an indirect influence on the intention to quit, whereas 
organizational commitment has the strongest and most direct impact. A further 
finding revealed that pay satisfaction had both direct and indirect effects on turnover 
intention, Some potential limitations of the study were also cited. Murray and Smith 
(1988) have suggested that career satisfaction might be a more appropriate measure 
than job satisfaction. Also, measures of overall job satisfaction by virtue of their 
greater vagueness may evoke a response bias known as the halo effect (Irvine & 
Evans, 1992). 
Exhibit 2.3: Lum et al.'s Conceptual Model for Employee Turnover 
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4) Griffith's Traditional Turnover Model 
Turnover models developed by Price (1977), Mobley (1979) and Steers and Mowday 
(1991) are regarded as typical attitude models in the development of research on 
organizational employees' turnover in the monograph of Horn and Griffeth, published 
in 1995. Later, Griffith et a/.,(2000) conducted a review research in the model of 
element analysis on all papers on employees' volunteer turnover published in classic 
management magazines He described that related variables around attitude models 
reached eleven hinds of demographic predictors; sixteen kinds of sub-structure 
variables related to job satisfaction and organization factors and work environment 
factors, such as expectations, pay satisfaction, distributive justice, supervisory 
satisfaction, leader-member exchange, work group cohesion, coworker satisfaction, 
role clarify; six kinds of variables related to job content and external environment 
factors, such as job scope, routinization, job involvement, alternative job 
opportunities, comparison with present job etc.; three kinds of other behavioral 
predictors; and nine kinds of adjusting variables for withdraw process. 
Following Griffith et al., (2000) review, a general research model and analyzing route 
for traditional attitude research model are displayed in Exhibit 2.4. It is generally 
believed that in the traditional attitude turnover model, the process of employees' 
volunteer turnover (including the turnover intention and behavior of turnover) is the 
reversed transformation process of employees' retention psychology and behaviors, 
mainly consisting of four sectors first is the quit process caused by job 
dissatisfaction; then, employees' search for substitutable jobs before turnover; 
evaluation on such substitutable jobs; and result is occurrence of turnover behavior 
(Lee & Mitchell, 1994). 
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5) Hausknecht's List ofRetention Factors 
A content model of 12 retention factors is developed in the context of previous theory 
and research on employee turnover. Hausknecht (2008) listed the major 12 retention 
factors that have been published in the literature over the last 60 years from 24,829 
employees in leisure and hospitality industry, which helped in explaining why 
employees stay or quit. A brief summary of these content models is described in 
Table 2.2. The study revealed that job satisfaction, extrinsic rewards, constituent 
attachments, organizational commitment, and organizational prestige were the most 
frequently mentioned reasons for staying. Advancement opportunities and 
organizational prestige were more common reasons for staying among high 
performers and non-hourly workers, and extrinsic rewards was more common among 
low performers and hourly employees, providing support for ease/desirability of 
movement and psychological contract rationales. 
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Advancement The amount ofpotential for movement to higher levels within the 
opportunities organization 
Constituent The degree of attachment to individuals associated with the 
attachments organization such as supervisor, co-workers, or customers 
Extrinsic rewards The amount ofpay, benefits, or equivalents distributed in return 
for service 
Flexible work 
arrangements The nature of the work schedule or hours 
Investments Perceptions about the length of service to the organization 
Job satisfaction The degree to which individuals like theirjobs 
Lack of alternatives Beliefs about the unavailability ofjobs outside of the 
or anization 
Location The proximity ofthe workplace relative to one's home 
Non-work influences The existence of responsibilities and commitments outside ofthe 
organization 
Organizational The degree to which individual's identify with and are involved commitment in the organization 
Organizational justice Perceptions about the fairness ofreward allocations, policies 
and procedures, and interpersonal treatment 
Organizational The degree to which the organization is perceived to be 
prestige reputable and well-regarded 
Source: Adoptedfram Hauskneeht etal. (2008); pp. 6 
The findings highlight the importance of differentiating human resource management 
practices when the goal is to retain those employees valued most by the organization. 
One of the limitations of this study was that the participants did not (nor could they) 
describe the fundamental psychological process underlying retention. They would 
also unlikely to comment on market-related, behavioral, or demographic factors that 
sometimes influence retention when observed across participants. Also, it was felt 
that there were likely to be some additional factors contributing to employee retention 
that were not identified in the study (Hausknccht, 2008). Furthermore, although 
participants were asked to list the top two reasons for staying so that the most 
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important reasons for staying could be identified, employees may have responded 
differently if they were not limited this way. However, this study answered several 
calls of that time for additional research on factors that contribute to employee 
retention (Maertz & Campion, 1998; Steel et al., 2002). 
2.2 Determinants of Employee Turnover 
Several studies based on western research (e.g. Iverson & Buttigieg, 1999; Malhotm 
et al., 2007; Meyer & Alien, 1991; Meyer & Smith, 2000; Mowday of al., 1982; 
Mueller & Price, 1990), have shown that work-related factors are major determinants 
of job satisfaction, organizational commitment and turnover intentions among 
employees. Several factors appear to be linked to turnover (Boxall et al., 2003). A 
review article on studies of turnover (Mobley et al, 1979) revealed that age, tenure, 
overall satisfaction, job content, intentions to remain on the job and commitment were 
all negatively related to turnover. Oriffeth at al. (2000) have concluded from their 
studies that when high performers receive inadequate remtmeratiion/rewards, they 
look out for alternative employment. 
Causes of turnover include limited career and financial advancement, organizational 
climate, and work—family conflict (O'Leary & Deegan, 2005; Stalcup & Pearson, 
2001). Aggarwal and Bhargava (2009) have investigated how aspects of 
compensation strategies, are related to various key organizational variables such as 
psychological contract, affective organizational commitment, and turnover intention. 
Many of the respondents of the study conducted by O'Leary and Deegan (2005) 
reported that they left the industry because of the incompatibility of work and family 
life and that the incompatibility hampered their advancement in the industry. Stalcup 
and Pearson (2001) reported that long working hours and regular relocation are 
additional reasons for hotel management turnover, but participants in their study 
emphasized that the primary concern regarding work time was not working too much, 
but not having enough time to spend with family. A variety of variables that have 
been found to predict turnover include work stress (Rammp & Pacis, 2008) and heavy 
workloads (McGowan, 2001). 
Employee perceptions regarding the family supportiveness of their organization are 
related to intentions to leave the organization (Allen, 2001; Anderson et al., 2002; 
Thompson et al., 1999). Glance et al., (1997) mentioned the relationship between 
turnover and productivity asserted that the lower turnover is positively correlated with 
productivity. Altarawmneh and Al-Kilani (2010) examine the impact of human 
resource management (11RIv1) practices on employees' turnover intentions. The 
employees have tendency to turnover their job when they have poor supervision 
(Keashly & Jagatic, 2000), without proper or poor training (Poulston, 2008) and low 
wage (Martins, 2003). Both organizational commitment and job satisfaction predict 
intention to quit (Ramachandran or al., 2011). Abdul Rabman et al, (2008) found that 
job opportunities had significant positive impact on turnover intentions. 
A study of turnover by Boxall et at (2003) in New Zealand confirmed the view that 
motivation for job change is multidimensional and that no one factor will explain it. 
Khatri et al.'s (2001) study of employee turnover employs a model that posits three 
groups of factors influencing employee turnover, namely, demographic, 
uncontrollable and controllable factors. Demographic factors include age, gender, 
education, tenure, income level, managerial and non-managerial positions. 
Uncontrollable factors are the perceived alternative employment opportunity and job-
hopping. Controllable factors include pay, nature of work, supervision, organizational 
commitment, distributive justice and procedural justice. Ruhland (2001) develop a 
public school teacher retention/attrition model. According to this model, teacher 
retention and thus attrition is a function of teachers' personal characteristics, 
educational preparation,, initial commitment to teaching, quality of first teaching 
experience, social and professional integration into teaching and external influences. 
Aryee et at (1998) found a significant positive correlation between satisfaction with 
work flexibility and organizational commitment and intentions to stay. Mano-Negrin 
and Kirsehenbaum (2000) indicated that turnover is affected by organizational size. 
They suggest that organizational size impacts turnover primarily through wage rates 
but also through career progression paths. Developed internal organizational labor 
markets produce lower departure rates since promotion opportunities have a strong 
negative influence on departures for career-related reasons. Martin (2003) looked at 
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the effect of unions on labor turnover and found clear evidence that unionism is 
associated with lower turnover. He suggested that lower turnover is a result of the 
ability of unions to secure better working conditions; thus increasing the 
attractiveness for workers of staying in their current job. New professionals intentions 
to turnover have been attributed to their level of job satisfaction (Bender, 1980; 
Klenke-Hamel & Mathieu, 1990; Lorden, 1998). According to Martin (2003), the 
relationship between lower turnover and unionization has been well established by 
researchers using both industry-level and individual data. 
A study by Kirschenbaum and Weisberg (2002) of 477 employees in 15 firms 
examined employees' job destination choices as part of the turnover process. One of 
their main findings was that co-workers' intentions have a major significant impact on 
all destination options - the more positive the perception of their co-workers desire to 
leave, the more employees themselves wanted to leave. The researchers suggest that a 
feeling about co-workers' intentions to change jobs or workplace acts as a form of 
social pressure or justification on the employee to make a move. Mosadeghrad et at 
(2008) and Mobley et al. (1979) concluded that a number of studies offered moderate 
support for a negative relationship between satisfaction with supervision and turnover 
(i.e. the higher the satisfaction with supervision, the lower the turnover), Researchers 
like Griffeth et al. (2000) show that lateness and absence can be predictors of 
turnover because they represent withdrawal responses from the organization. 
Furthermore, turnover may also be influenced by certain other factors. This includes 
attitudinal, behavioral and organizational factors. Literature has also identified that 
work related factors, personal characteristics and external factors as determinants of 
employee turnover tendency (Wotruba & Tyagi, 1991). 
It is quite evident from the review of past researches that intention to stay/quit, job 
satisfaction and organizational commitment were among the most consistent, close 
and commonly researched determinants of employee turnover. Table 2.3 provides an 
overview of determinants of employee turnover identified from the literature. 
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Table 2.3: Determinants of Employee Turnover 
AUTHOR DETERMINANTS OF EMPLOYEE TURNOVER 
Personal traits, 	occupational status, personal values, 	support for 
Zey-Ferrell (1982) collective bargaining, early childhood socialization, higher education 
socialization, general attitude, professionalism, turnover intention and 
dissatisfaction. 
Insufficient pay, fringe benefits, turnover intention, dissatisfactions 
Wasmuth & Davis, with academic environment, poor quality of supervision, better offer, (1983)  personal 	adjustment 	to 	work 	situation 	(grievances), 	sexual 
harassment, inadequate orientation, lack of training, dead end (no 
chance for promotion), job insecurity, relocation from area, health 
roblems, difficulty in handling students and home responsibility. 
Heilman et at 
(2008) Career plateaus were positively associated with intentions to leave. 
Maertz et al. (2004) Affective forces, calculative forces, contractual tomes, behavioral forces, alternative forces, normative forces, moral/ethical forces, 
turnover intention and constituent forces. 
Jamal (1990) Job 	stress, 	job 	satisfaction, 	organizational 	commitment, 
- psychosomatic health problems and turnover intention. 
Ondrich et at 
(2008) Different salary conwaSons under different c rcumstances. 
Stalcup & Pearson 
2001 Breakdown in the employec-employer relationship. 
Pare & Tremblay Recognition, empowerment, fair rewards, competence development, 
(2007) information 	sharing, 	affective 	commitment, 	procedural 	justice, 
continuance commitment and OCB-helpingbehaviors. 
Wright &Bonnet 
(2007) Psychological 	well 	being, job 	satisfaction, 	and 	employee job performance. 
Maimon & Ronan, Working conditions, relationship with peers, relationship with ones 
(1978) supervisor, pay and fringe benefits, promotion opportunities, interest and responsibility, opportunities to utilize skills and knowledge and 
overall job satisfaction. 
Lam et al. (2001) Training, workplace relationship, mentorship, subjective norms and 
job satisfaction. 
Sherman & Job satisfaction, communication with superior, autonomy, altruism- 
Bohlauder (1992) superior, need fulfillment (esteem), need fulfillment (higher order), 
need fulfillment (self actualization), goal congruence and unit Morale. 
Dalessio at al. 
(1956) Age, job satisfaction, thinking of quitting, intention to search and intention to guitlstay. 
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Reynolds etal. Recruiting, orientation and training, separation management and 
(2003) relationship building (all are meant for retaining employees). 
McNatt & Judge, Self-efficacy, 	job 	satisfaction, 	professional 	commitment 	and 
(2008) organizational commitment, 
Work-related accident or illness, unhappy with co-workers, obtain 
easier commuting to work, difficult relationship with the supervisor, 
job was not what it was made out to be, excessive work demands, 
promotion elsewhere, organization that didn't listen to its employees, 
Boxall et al. (2003) to work with more up-to-date technology or work methods, for better 
job security, better pay elsewhere, change of career, obtain better 
balance between work demands and life outside work, better training 
opportunities, management didn't recognize employee merit and more 
interesting work elsewhere. 
Bluedorn (1982) Promotion opportunities, centralization, formalization, instrumental communication, 	equity, 	pay, 	environmental 	opportunities, 	job 
satisfhetion, job search and organizational commitment 
Wright & Bonnet 
1997 Work satisfaction, growth and composite pertbrmance. 
Amah (2009) Job satisfaction, life satisfaction and role centrality. 
Lum et al (1998) Pay satisfaction, job satisfaction and organizational commitment. 
Goldman et al. 
(2008) Perception of discrimination, economic, interpersonal and deontic need fulfllment, job satisfaction and organizational commitment. 
ghrad et al, () Job satisfaction and organizational commitment. 2008 
Price & Mueller 
(1986) Opportunity, pay, promotion opportunity, organization and work group size, satisfaction, commitment and intent to leave. 
andran et aC (2011 
(2011 ) Job satisfaction and job stress 
O'Neill eta! (2009) Work—family climate, organizational leadership characteristics, and organi2ational commitment. 
Griffeth et at 
(2000) Job satisfaction, pay, performance and organizational commitment. 
Source: Prepared by Researcher 
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2.2.1 Intention to Quit/Stay (IS) 
Unlike actual turnover, turnover intent is not explicit. Intentions are a statement about 
specific behavior of interest (Berndt, 1981). Turnover intent is defined as the 
reflection of "the (subjective) probability that an individual will change his or her job 
within a certain time period" (Sousa-Poza & Henneberger, 2002: p.1) and is an 
immediate precursor to actual turnover. Intention is an act or instance of determining 
mentally upon some actions or result or the end or object intended, purpose (Oxford 
Dictionary, 2006). Fishbein and Ajzen (1975) described the definition of intention in 
detail where they refer to an intention approach as a theory of reasoned action. The 
theory of reasoned action suggested that intention was a psychological precursor to 
the actual behavior act (Ajzen & Fishbein, 1980).This means that an individual's 
intention to perform or not to perform a behavioral act is the immediate determinant 
of action. Based on this notion an individual who nurtures the thought of quitting his 
present profession is more likely to do so if the right condition exists, or if the adverse 
condition that warranted the thought of intent persists (Ajzen & Fishbein, 1980). 
Turnover intention has been interpreted in two ways in the literature; Intention to quit 
and intention to stay. Intention to stay is simply the converse of the turnover (quit) 
intention (Kim et al., 1996). Several studies have revealed that intention (stay or 
leave) was clearly the most important determinant of turnover (Igharia & Greenhaus, 
1992; Tett & Meyer, 1993). Much of the empirical research on turnover is based on 
turnover (Quit) intentions (e.g. Goldman et al., 2008; Jamal, 1990; Lum eta?., 1998; 
Mosadegbrad et al., 2008; Pare & Tremblay, 2007; Wright & Bonnet, 1997). 
Turnover intention is used instead of actual turnover because in general, the theory of 
planned behavior suggests that behavioral intention is a good predictor of actual 
behavior (Ajzen, 1991). In fact, researchers have found intent to leave or stay as the 
strongest predictor of actual turnover (Discenza & Gardner, 1992; Hendrix et al., 
1999; Igbaria & Greenhaus, 1992; Igbaria et al., 1994; Joseph & Ang, 2003; Lee & 
Liu, 2007; Ryan, 1989). Apart from the practical difficulty in conducting turnover 
research among people who have left an organization, some researchers suggest that 
there is a strong link between intentions to quit and actual turnover (Bluedorn, 1982; 
Griffeth et al., 2000; Mobley et al., 1979 and Dalessio et al., 1986). Literature 
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indicates that turnover intention is the most immediate precursor of turnover (Griffeth 
et at., 2000; Meyer et at, 2002; Mobley et al., 1978; Mobley et al., 1979; Bluedorn, 
1982; Steel & Ovalle, 1984) and it is widely acknowledged that identifying and 
dealing with antecedents of turnover intentions is an effective way of reducing actual 
turnover (Tumwesigye, 2010). 
Intention to stay is seen simply as the converse of the turnover (quit) intention (Kim et 
at., 1996). Intention to stay mirrors the employee's level of commitment to his 
organization and the willingness to remain employed (Hewitt, 2004). It refers to as the 
propensity to leave, intent to quit, intent to stay, behavioral commitment and 
attachment (Halaby, 1986; Mueller et al., 1999). Mobley et al., (1979) noted that the 
relationship between intentions and turnover is consistent and generally stronger than 
the satisfaction-turnover relationship, although it still accounted for less than a quarter 
of the variability in turnover. Much of the research on perceived opportunities has 
been found to be associated with intentions to leave but not actual turnover 
(Kirschenbaum & Weisberg, 1990). One of the possible reasons is that intentions do 
not account for impulsive behavior and also that turnover intentions are not 
necessarily followed through to lead to actual turnover. Reviews on the antecedents of 
turnover intentions have highlighted intent to leave rather than actual turnover as the 
outcome variable. This is due to two reasons. Firstly, employees have decided in 
advance the decision to leave the organization. This is in line with attitude-behavior 
theory (Fishbein & Ajzen, 1975) that one's intention to perform a specific behavior is 
the close predictor of that behavior. 
Results on the study of the relationship between turnover intentions and actual 
turnover have given support and evidence of the significant relationship between 
these variables (Lambert e1 al., 2001). Therefore Price (2001) suggested turnover 
intentions construct as an alternative in measuring actual turnover. On the other hand, 
longitudinal studies of turnover (Farkas & Tetrick, 1989; Johnston et al., 1990; 
Kirschenbaum & Weisberg, 1990; Vandenberg & Lance, 1992) suggest that intent to 
turnover does not always predict actual turnover behavior. Researches in psychology 
• and organizational behavior implies that actual turnover is strongly influenced by 
internal labor market attributes such as promotion ability, wage levels, skills demand, 
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and external labor market attributes such as mobility, and availability ofjobs (Horn & 
Kinicki, 2001; Trevor, 2001; Kirschenbaum & Mano- Negrin, 1999). 
Several studies have revealed that this concept whether it was called 'intent to stay' or 
`intent to leave', it was clearly the most important determinant of turnover (Tett & 
Meyer, 1993; Igharia & Greenhaus, 1992). Fishbein and Ajzen (1975) proposed that 
behavior intentions constitute the most immediate determinant of actual behavior. 
Supporting this argument, Steel and Ovalle (1984) suggested that intention to stay or 
leave and the actual action are related. According to Steel and Ovalle (1984), Carsten 
and Spector (1987) and Iverson (1996) intention to stay had a strong negative 
relationship with turnover. Dalessio et al. (1986) have emphasized that more concern 
should be given on intention to stay rather than turnover, as whenever an employee 
exit an organization has to incur the cost of recruiting and maintaining another 
employee. According to Mobley (1982), Steers and Mowday (1981), Black and 
Stevens (1989), intention to stay is significantly negatively correlated with turnover. 
Since intention to stay is referred to as employees' willingness to stay with an 
organization (Tett & Meyer, 1993), it consistently demonstrates a stronger 
relationship with turnover than do other turnover precursors (Tett & Meyer, 1993; 
Igharia & Greenhaus, 1992). Intention to stay is simply the converse of the turnover 
(quit) intention (Kim et al, 1996). The intention to stay or leave is a better predictor of 
actual actions than some affective variables such as job and career satisfaction. Liu 
(2000) suggested that intention to stay is the positive aspect comparing to the 
intention to leave. He also suggested that intention to stay is what makes employees 
be willing and work in the organization. Turnover intention is a mediating variable 
between organizational commitment and turnover as suggested by Sjoberg and Sverke 
(2000). 
2.2.2 Organizational Commitment (OC) 
Over the past three decades, an impressive amount of research efforts have been 
devoted to understanding the nature, antecedents, and consequences of organizational 
commitment (Chnghtai & Zafar, 2006). Employee commitment is important because 
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high levels of commitment lead to several favorable organizational outcomes. Meta 
analyses indicate that-commitment is negatively related to turnover (Cooper-Hakim & 
Viswesvaran, 2005), absenteeism (Farrell & Stamm, 1988), and counterproductive 
behavior (Dalal, 2005) and positively related to job satisfaction (Cooper-Hakim & 
Viswesvaran, 2005), motivation (Mathieu & Zajac, 1990), and organizational 
citizenship behaviors (Riketta, 2002). 
Organizational commitment is defined as the degree to which the employee feels 
devoted to their organization (Spector, 2000). Jaros et at (2004) argue that the 
commitment is determined by being obligated to work in the organization, a sense of 
moral obligation following their parents, who may have been long-term employees of 
the organization therefore, a sense of duty to belong. ConrrntrneWt can be defined as 
comprising (a) a strong belief in and acceptance of an organization's/profession's 
goals and values, (b) a willingness to exert significant effort on behalf of the 
organization/profession, and (c) a strong desire to maintain membership in the 
organi2ationl profession (Mowday or a/., 1982). Higher commitment among special 
educators has also been associated with higher levels of job satisfaction (Billingsley & 
Cross, 1992; Cross & Billingsley, 1994; Gersten et al., 2001; Littrell et al., 1994). 
Teachers' organizational commitment (OC), professional commitment (PC), and 
organizational citizenship behavior (OCB)—are key factors in their performance in a 
school setting (Diefendorff et al., 2002; Howell & Dorfinan, 1986). Employee 
commitment is argued to be critical to contemporary organizational success (Pfeffer, 
1998). 
Reflecting on organizational commitment and managerial efficiency of the managers, 
reports of some researchers (Akintayo, 2006; Ciarrochi at a(., 2001; George, 2000, 
Tsui et al., 1992) revealed that organizational commitment has significant influence 
on managerial efficiency of the managers. Organizational commitment has become 
one of the most popular work attitudes studied by practitioners and researchers 
(Meyer et at., 1993; Mowday et al., 1982). One of the main reasons for its popularity 
is that organizations have continued to find and sustain competitive advantage 
through teams of committed employees. It improves trust between employees, 
managers, owners, units and other concerned parties of any organization. Therefore, it 
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fosters better superior-subordinate relationships and improves organizational climate 
(Suki & Suld, 2011). Stronger and more generalized commitment may enhance 
organizational development, growth and survival (Awamleh, 1996). On the other 
hand, non-committed employees may describe the organization in negative terms to 
outsiders thereby inhibiting the organization's ability to recruit high-quality 
employees (Mowday et al., 1982). Mowday et al. (1982) and Meyer et at (1989) have 
found that committed employees are more likely to remain with the organization and 
strive towards the organization's mission, goals and objectives 
Organizational commitment is strongly related to turnover intention (Addeo et al., 
2006; Addae & Parboteeah, 2006). Many other such studies have reported a 
significant association between organizational commitment and turnover intentions 
(e.g. Bluedorn, 1982; Goldman et al., 2008; Jamal, 1990; Lum et aL, 1998; 
Mosadeghrad et aL, 2008; Pare & Tremblay, 2007; Wright & Bonnet, 1993). A great 
deal of research has been conducted that attempts to link employee attitudes e.g. 
organizational commitment with behavioral factors e.g. turnover intention (Zhao et 
at, 2007). Previous research supports the idea that organizational commitment is 
strongly associated with turnover (Dunham et al., 1994; McFarlane et al., 1993; 
Newton, eta!,, 2004; Somers, 1995). Lacity et al. (2008) concluded that organization 
commitment is one of the significant factors that impact turnover intention. Tang et 
al. (2004) confirmed the link between commitment and actual turnover. Griffeth et al. 
(2000) noted that organizational commitment was a better predictor of turnover than 
overall job satisfaction. Allen and Meyer (1990) investigated the nature of the link 
between turnover and the three components of attitudinal commitment and his study 
indicated that all three components of commitment were a negative indicator of 
turnover. Elangovan (2001) in his study added that commitment had a very strong 
negative effect on turnover intentions. In other words, the lower the employee 
commitment, the higher the propensity for the employee to leave. 
Committed employees have been found to be less likely to leave an organization than 
those who are uncommitted (Angle & Perry, 1981; Porter et al., 1975). If the 
employee does not feel satisfied with the job, he will blame the organization and thus 
possess a lower commitment to the job (Ahuja et al., 2001). Although, a more resent 
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research conducted by Hsu (2009) showed no significant relationship between 
organizational commitment and turnover intention, most researchers have found a 
significantly negative relationship between affective organizational commitment and 
turnover intention (Addae et al, 2006; Pare &Tremblay, 2007; Zhao et at, 2007). 
Samad (2006) found organizational commitment to be negatively correlated with 
turnover intentions. Moncrief (1996) conducted a research survey onjob stress among 
salespersons and their results reveal a negative correlation between organizational 
commitment and propensity to quit the job. Elangovan (2001) has argued that there is 
a reciprocal link between organizational commitment and turnover intention i.e. lower 
commitment increases turnover intention which lowers commitment further. Two 
meta-analyses conducted by Griffeth et at (2000) and Meyer et at (2002) confirm 
that organizational commitment is well established as an important antecedent of 
withdrawal behaviors. 
2.2.3 Job Satisfaction (TS) 
The concept of job satisfaction is very complex (McCormick & Ilgen, 1985) and in 
the past few years, several studies have investigated this concept (e.g. Akfopure et al., 
2006; Heller et at., 2009; Ishitani, 2010; Judge et at., 2008; Sutin et, at., 2009 among 
others). Job satisfaction is defined as how people feel about their jobs and different 
aspects of their jobs (Spector, 1997). It is defined as a pleasurable feeling that results 
from the perception that one's job fulfills or allows for the fulfillment of one's 
important job values (Noe, 2000). It is the phenomenon ascertaining the contentment 
of the employee and appearing when the qualifications of the job and the demands of 
the employees match (Reichers, 2006). According to another definition, job 
satisfaction is an overall feeling about one's career or in terms of specific facets of the 
job or career, and it can be related to specific outcomes such as productivity and job 
performance (Akpofure et al., 2006). 
In line with these definitions, job satisfaction might be handled as the consequence 
resulting from the comparison between the expectations of the employee from his job 
and the job in question which is performed. The consequence may emerge as 
lF 
satisfaction or dissatisfaction of the employee from the job (Adenike, 2011). An 
employee who is satisfied with his job would perform his duties well and be 
committed to his job, and subsequently to his organization (Awang & Ahmed, 2010) 
whereas when the employee sees that his expectations are not met in the job 
environment, the job dissatisfaction emerges. It leads to the decrease in the workforce 
productivity, organizational commitment and commitment to the job and increase in 
the rates of the optional discontinuation of the job (Denizer, 2008; Gellatly, 2005; 
Payne & Morrison, 2002; Redfern, 2005; Sagie, 2002; Santhapparaj et al., 2005). The 
relationship between job satisfaction and turnover has been consistently found in 
many turnover studies (Amah, 2009; Cooper & Kelly, 1993; Dalessio et al., 1986; 
Goldman et al., 2008; Khaleque et al., 1992; Lum at al., 1998; Wright & Bonett, 
1997). 
Subsequently, teacher satisfaction refers to a teacher's affective relation to his or her 
teaching role and is a function of the perceived relationship between what one wants 
from teaching and what one perceives it is offering to a teacher (Lawler, 1.973). Job 
satisfaction of academicians is well documented across the literature (Saif-ud-Din et 
al., 2010) and over the last few decades, many studies have attempted to identify 
sources of teacher satisfaction and dissatisfaction (e.g., Farber, 1991; Friedman & 
Farber, 1992; Kyriacou, 1987; Kyriacou & Sutcliffe, 1979; Mykletun, 1984). 
Increasing teachers' job satisfaction is one of the most important ways to reduce 
attrition, because job satisfaction and attrition are strongly linked (Billingsley & 
Cross, 1992; Billingsley et al., 1995; Cross & Billingsley, 1994; Smith & Billingsley, 
1993; Gersten et al., 2001; Singh & Billingsley, 1996; Westling & Whitten, 1996; 
Whitaker, 2000). Gersten or al. (2001) found that satisfaction reflects greater 
differences between those intending to stay and those intending to leave than other 
factors. Job satisfaction can be an important policy issue since it is closely associated 
with teachers' work attitude and performance that ultimately affect student learning 
(Ostroff, 1992). Teachers' job satisfaction may influence the quality of instructional 
practice. Some researchers argue that dissatisfied teachers are less likely to do their 
best work in the classroom (Evans, 2001). In addition, highly satisfied teachers are 
less likely to switch schools or to quit the profession than those who are dissatisfied 
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with low salary, poor working conditions and lack of professional development 
support (Baker & Smith, 1997; MacDonald, 1999). 
Many researchers (e.g. Falkenburg & Scyns, 2007; Summer & Niederman 2004; Tan 
& Igbaria 1994; Thatche et al., 2002) commented that the relationship between job 
satisfaction and turnover intention are negatively related. Job satisfaction has a 
significant impact on employee turnover (Rajendran & Chandramohan, 2010). Amah 
(2009) stressed that job satisfaction was found to have a direct negative relationship 
with turnover intention. Griffeth et al. (2000) also found a negative association 
between job satisfaction and staff turnover. Employee satisfaction has been found to 
be negatively related to intention to quit and turnover (Bockerman & Iimakinnras, 
2004; Clark, 2001; Kristensen & Nielsen, 2004; Levy-Garboua et al., 2007; Lum et 
al., 1998; Schields & Price, 2002). Job satisfaction plays an important role in 
determine turnover of employees (Mudor & Tooksoon, 2011). Porter et at (1974) 
suggested satisfaction with the work itself was an important variable in differentiating 
between stayers and leavers. They further suggested that there is a negative 
relationship between job satisfaction and intention to leave. On the other hand, there 
is a positive relationship between job satisfaction and intention to stay. Moboly (1982) 
found that a weak-to-moderate negative relationship exists between job satisfaction 
and turnover. High job satisfaction leads to low turnover. In general, dissatisfied 
workers are more likely to quit than those who are satisfied. 
Karsh et al. (2005) found that turnover intentions had strong negative correlations 
with organizational identification, intrinsic job satisfaction and extrinsic job 
satisfaction. According to Moorman et al. (1998), there are three practical points of 
view that illustrate the meaning of job satisfaction: First,, is a valuable product of the 
society; second, is an early warning indicator at early stage for an organization and 
third, can serve as a predictor of organizational behavior. Similar to Moorman' point 
of view, Cranny et al. (1992) found that job dissatisfaction could result in 
psychological frustration and low productivity. 
Job satisfaction plays a very critical role in attracting and retaining of employees' 
ability in an organization (Brookfield, 1998). Igbaria and Guunaraes (1999) reported 
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that employees who have insufficient information to perform their jobs adequately, 
unclear expectations of peers, ambiguity of performance evaluation methods, 
extensive job pressures and lack of consensus on job functions or duties among peers, 
supervisors and customers, may feel less satisfied with their jobs, less committed to 
the organization and have a high propensity to quit their organizations. Studies 
discover that dissatisfied workers are more likely to quit their current matches. In 
other words, the self-reported level of job satisfaction is a good predictor for job 
mobility (Clark et al, 1998; Clark, 2001; Delfgaauw, 2007; Flanagan et al., 1974; 
Freeman, 1978; Kristensen & Westergard-Nielsen, 2004; Levy-Garboua et a.!., 2007). 
Dieter etal. (1996) pointed out that in most studies of turnover in the organizational 
literature, job satisfaction is the key psychological construct leading to turnover. Steel 
(2002: p. 347) calls this "the basic approach that would be used by most researchers 
for performing turnover studies." Additionally, Cotton and Tuttle (1986) found that 
overall job satisfaction was negatively related to turnover. Shader 
et at (2001) observed the significant negative relationship between job satisfaction 
and the anticipated turnover. Job satisfaction has been found to be a significant 
predictor of turnover intentions (Lee et al., 2004; Van Dick et al., 2004; Wright & 
Bonett, 2007). It partially mediates the relationship between hostile attribution styles 
and turnover intentions (Harvey et al., 2008). 
Working the other way, Akerlof at al. (1984) show that job changes lead to an 
increase in job satisfaction. Mobley et at (1979) indicated that overall job satisfaction 
is negatively linked to turnover but explained little of the variability in turnover. 
Maimon and Ronen's (1978) findings suggest that: (a) intrinsic factors of job 
satisfaction are far better predictor of turnover than extrinsic (b) overall job 
satisfaction has meaning above and beyond satisfaction with various aspects ofjob (c) 
satisfaction with intrinsic rewards and overall job satisfaction by the level of the 
satisfaction with the job are good predictors of both the tendency to stay and tendency 
to leave. 
Meta-anaLytic research shows that job satisfaction is a significant predictor of 
turnover (Horn & Griffeth, 1995), with overall job satisfaction explaining more 
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variance than the job satisfaction facets (i.e. satisfaction with the work itself, 
satisfaction with coworkers, satisfaction with the supervision, etc.) considered 
individually (Griffeth et al, 2000). Researchers have also used these meta-
analytically derived correlations to build structural models of employee turnover. 
These studies found evidence consistent with the possibility that (the lack of) job 
satisfaction causes turnover (Carsten & Spector, 1987; Horn et al., 1992; Tett & 
Meyer, 1993). Griffeth et al. (2000) found that overall job satisfaction modestly 
predicted turnover. Job satisfaction is an important determinant of absenteeism and 
turnover intention (Koh & Boo, 2004; Lee & Liu, 2007). Certainly, job satisfaction 
remains a key variable in the prediction of employee turnover (Mossholder et al., 
2005). Rahman et al. (2008) found that job satisfaction had negative effect on 
turnover intentions of IT professional. Khatri and Fern (2001) concluded that there 
was a modest relationship betweenjob satisfaction and turnover intentions. Sarminah 
(2006) found a moderate relationship betweenjob satisfaction and turnover intentions. 
Korunka et at (2005) also found a significant negative association between job 
satisfaction and turnover intentions. Van Dick et al. (2004) have also identified job 
satisfaction as a predictor of turnover intention; however, they argue that it is a 
mediating variable between organizational identification and turnover intention. 
°¢ Job Satisfaction as an Antecedent of Organizational Commitment 
Earlier researchers have identified a significant relationship between job satisfaction 
and organizational commitment (Abbott et al., 2006; Bhuian at al., 1996; Bhuian & 
Menguc, 2002; Naumann, 1993). Markovits et al. (2007) suggested that affective 
organizational commitment was found to be most influential with respect to levels of 
intrinsic and extrinsic job satisfaction. Many researches pointed out that job 
satisfaction has positive influence to organizational commitment (Bartle et al., 2002; 
Liao eta?., 2008; Lin & Lin, 2011; Mathieu, 1988; Matheieu & Hamel, 1989; Price & 
Mueller, 1986). It is supported by Fu et al. (2009) and Van Dam (2005) which also 
reported a positive relationship between job satisfaction and organizational 
commitment. Basically, if the job dimensions meet their needs, the employees will 
give full commitment, and in this way commitment is interrelated to satisfaction 
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(Awang & Ahrnad, 2010). Fletcher (2007) found a significant relationship between 
the level of emotional quotient, job satisfaction and work commitment in his study on 
teachers in secondary schools. Meta-analytic findings based on 59 empirical studies 
indicated that organizational commitment is primarily a consequence, rather than an 
antecedent, of job satisfaction (Brown & Peterson, 1993). Furthermore, compared to 
employees with lower level of job satisfaction, employees with higher job satisfaction 
also have higher level of organizational commitment (Woo et al., 2005). 
In the service industry, job satisfaction affects organizational commitment and thither 
influences service behaviors (Testa, 2001). It is believed that satisfied workers will be 
committed to their job and remains in the organization while dissatisfied workers will 
intend to quit (Sharma & Bajpai, 2010). Higher commitment among special educators 
has also been associated with higher levels of job satisfaction (Billingsley & Cross, 
1992; Cross & Billingsley, 1994; Gersten etal., 2001; Littrell et at, 1994). A number 
of previous researchers have reported mixed findings on the relationship between job 
satisfaction and organizational commitment. For instance, Curry et al. (1986) found 
no significant relationship between job satisfaction and organizational commitment. 
However, other researchers (Busch et al., 1998; Chiu-Yueh, 2000; Feinstein, 2002; 
Freund, 2005; Mannheim er al., 1997) found that job satisfaction was a significant 
predictor of organizational commitment. If an employee does not feel satisfied with 
the job, he will blame the organization and thus possess lower commitment to the job 
(Ahuja et al, 2001), Martin and Bennet (1996) mentioned four alternative models of 
the job satisfaction-organizational commitment relationship. First, job satisfaction is 
antecedent to organizational commitment (Porter et al., 1974; Poznanski & Billie, 
1997). Second, organizational commitment is antecedent to job satisfaction (Curry et 
al., 1986; Lu et al., 2007). Third, organizational commitment and job satisfaction are 
reciprocally related (Martin & Bennet, 1996). Fourth, organizational commitment and 
job satisfaction are independent (Martin & Bennet, 1996). 
+ 	Turnover Predictors! Job Satisfaction versus Organizational Commitment 
Literature has shown that organizational commitment and job satisfaction may have 
negative relationships with turnover, intent to leave and tardiness (Angle & Perry, 
1981; Cohen, 1993; fares et al., 2004; Meyer et al., 2002). Researchers like, Carbery 
et al. (2003), Robinson and Baron (2007) and Tutuncu and Kozak (2007) have 
established consistently that employee turnover has a direct correlation with job 
satisfaction and organizational commitment. Job satisfaction has a significant 
association with several variables such as work performance and organizational 
commitment (Tony & Cathy, 1995). Some researchers have established a relationship 
between satisfaction, organizational commitment and turnover (BLuedorn, 1982; 
Mosadeghrad et al., 2008). Lum et al's (1998) study suggested that organizational 
commitment has the strongest and most direct impact on the intention to quit whereas 
job satisfaction has only an indirect influence. They suggested that satisfaction 
indirectly influences turnover in that it influences commitment and hence turnover 
intentions. (Mueller & Price, 1990). 
Researchers have linked organizational commitment to high performance levels, low 
turnover (commitment is thought to be even more predictive of turnover than job 
satisfaction), and other measures of organizational effectiveness (e.g. Angle & Perry 
1983; Goodman 1980; Straw & Heckscher 1984; Verma & McKersie, 1987). 
Previous research to identify the causes of employee turnover has examined the 
relationship between several antecedent variables and turnover intentions. Studies 
have confirmed that measures of employee job satisfaction are negatively associated 
with turnover intentions (Strawser et al., 2000) and employee organizational 
commitment are also negatively associated with turnover intentions (Jones et al., 
2003). Both job satisfaction and organizational commitment have typically been 
found to be negatively related to turnover (Mobley at at, 1979; Mowday etal., 1979; 
Porter & Steers, 1973). Some studies suggested that the job satisfaction can be better 
predicted variable toward turnover intention than organizational commitment (Sumner 
& Niederman, 2003; Falkenburg & Schyns, 2007). Job satisfaction has been 
associated with organizational commitment (Boles et al., 2007; Brown & Peterson, 
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1993; Pool & Pool, 2007), which is broadly defined as the psychological bond 
between people and organizations (Buchanan, 1974; Tett & Meyer, 1993). 
In addition, research comparing commitment and various facets of job satisfaction as 
predictors of turnover suggest that commitment is more strongly related to turnover 
than is satisfaction (Porter et al, 1974). Such results might be expected, because 
commitment, which reflects one's identification with a particular organization as a 
whole, represents a more global attitude than job satisfaction, which reflects one's 
identification with specific facets of the organization (Porter et al., 1974). It could 
also be argued that a person's organizational commitment should be partially 
determined by his or her satisfaction with various facets of the job. To the extent that 
turnover more closely follows from a person's attitudes toward the organization as a 
whole than toward highly specific facets of it, both commitment and satisfaction 
could be expected to predict turnover, with the stronger relationship involving 
organizational commitment. Although job satisfaction may partially influence 
organizational commitment, it is conceptually distinct from it. These constructs differ 
not only with regard to the focus of their referent (the organization as a whole versus 
specific job facets), but also with regard to their hypothesized stability over time. In 
this regard, commitment represents a more stable, slowly evolving attitude than does, 
satisfaction, which reflects a more immediate and changeable evaluative reaction to 
particular aspects of the job (Mowday et al., 1979; Porter et al., 1974). As Mowday el 
al., (1979) state; although day-to-day events in the workplace may affect an 
employee's level of job satisfaction, such transitory events should not cause an 
employee to seriously reevaluate his or her attachment to the organization; therefore, 
although one's commitment might change as a function of prior levels of satisfaction, 
at any given point in time a range of dissatisfaction should exist among people with 
common levels of organizational commitment. Likewise, withdrawal behavior, 
including cognitive antecedent variables such as thoughts and intentions of quitting, 
could be expected to differ among people who are equally uncommitted to the 
organization but who differ with respect to their current levels of experienced 
dissatisfaction. 
46 
Boxall at al. (2003) found in a study in New Zealand that the main reason by far for 
people leaving their employer was for more interesting work elsewhere. It is generally 
accepted that the effect of job satisfaction on turnover is less than that of 
organizational conunitment. Meta-analytic findings based on 59 empirical studies 
indicated that "organizational commitment is primarily a consequence, rather than an 
antecedent, of job satisfaction" (Brown & Peterson, 1993). The topic of job 
satisfaction and organizational commitment are important issues because of both 
reflecting a positive evaluation of the job (Udo et al., 1997). Many past studies 
reported a positive relationship between job satisfaction and organizational 
commitment (Fu el al., 2009; Johnston et al., 1990; Van Dam, 2005). 
Job satisfaction and organizational commitment are two important variables in 
turnover studies (Gaertner, 1999). Earlier researchers (e.g. Carbery et al., 2003; 
Robinson & Baron, 2007 and Tutuncu & Kozak, 2007) have established consistently 
that employee turnover has a direct correlation with job satisfaction and 
organizational commitment. Job satisfaction is defined as the set of affective reactions 
employees have toward their work situation (Vroom, 1964) whereas, organizational 
commitment refers to one's identification with and loyalty to an organization (Steers, 
1977). The relationship of these constructs with voluntary turnover has been firmly 
established in a number of empirical studies (e.g., Bluedorn, 1982; Cohen, 1993; 
Gaertner, 1999). Specifically, job satisfaction is found to be a significant predictor of 
organizational commitment (Dailey & Kirk, 1992; Gaertner, 1999; Mathieu & Zajac, 
1990), and organizational commitment, in turn, is a strong predictor of turnover 
intention (Williams & Hazer, 1986; Dailey & Kirk, 1992; Mathieu & Zajac, 1990). It 
has been strongly assumed that job satisfaction and organizational commitment are 
predictors of turnover intention, as suggested by Karsh et al. (2005). According to 
Igbaria and Guimaraes (1992) organizational commitment was an intervening variable 
in models of turnover, and job satisfaction had direct effect on turnover intentions, 
and indirect effect through organizational commitment. Aryee et al. (1998) have also 
identified job satisfaction and organizational commitment as main predictors of 
turnover intention. The study was conducted among professional accountants in 
Singapore. A research in Turkish context by Wasti (2003) also proved organizational 
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commitment to be a predictor of turnover intentions. Korenka et al. (2005) conducted 
a research on IT workforce and found significant negative correlation between 
turnover intentions and job satisfaction. Similar has been proved by Harrell (1990), 
who have explored relationship among organizational-professional conflict, job 
satisfaction and turnover intentions. A research by Chen et al. (2004) on career 
management, job satisfaction and turnover intentions reveal a negative relationship 
between job satisfaction and turnover intentions. Job satisfaction has been verified to 
be a strong negative predictor of turnover intentions. (Brough & Frame, 2004). 
Howard & Homma, (2001) conducted a research on Japanese career women and have 
argued that job satisfaction, alone, is not a sufficient predictor of turnover intentions. 
The authors suggested that organizational commitment should also be included in the 
turnover model as another independent variable. 
Table 2.4 illustrates previous researches that have taken IS, TS and OC as antecedents 
of employee turnover. 
Table 2.4: Most Consistent Determinants of Employee Turnover 
Studies Intention to quit/stay 
Job 
Satisfaction 
Organizational 
Commitment 
Mosadegbrad (2008) V V 
Heilmann et al. (2008) V V t/ 
Goldman elal.(2008) V V 
Pare and Tremblay (2007) ✓  ✓  V 
Lurn et al. (1998) .7 V V 
Wright and Bonnet (1997) ✓  V V 
Zey-Ferrell (1982) V v 
Dalessio (1986) .7 V >' 
Grideth er al. (2000) y 
Bluedom (1982) .7 
Mobley et al. (1979) .7 .7 V 
Price (2001) V V V 
Source: Prepared by the Researcher 
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2.3 Soclo-demographic Determinants of Employee Turnover 
Demographic variables, also known as personal characteristics, are widely used in 
turnover research. These variables are seen as social categories for an individual 
(Price, 1995). Researchers have suggested a list of demographic dimensions relevant 
to studies on turnover, for example, gender, marital status, age, qualification, annual 
income and experience (Naval & Srivastava, 2004; Saiyadain, 1998). The catalyst role 
of employee's personal attributes and demographic characteristics is recorded by 
almost every researcher on job satisfaction. Almost all the researchers of job 
satisfaction have identified `demographics' as the catalysts, which modify employee's 
attitude towards his/her work, pay, supervision, promotion and work environment 
(DeVane & Sandy, 2003). Demographics also affect workers attitudes in terms of 
productivity, involvement and commitment on one hand, and on the other, hand the 
degrees of absenteeism and turnover or intention to leave (Shah & Salves, 2004). 
Another group of researchers have recorded that age, gender, experience, department, 
foreign qualification or exposure to different culture, and technological challenges 
always influence the overall satisfaction of the employees (Asadi, et al., 2008; Tella et 
ai., 2007). 
Gender: Findings of the studies on the relationship between gender and turnover are 
mixed (Khatri et al., 2001). Weisberg and Krischenbaum (1993) and Cotton and 
Tuttle (1986) found females were more likely to leave companies than males. 
Similarly, Through and Frame (2004) stated that female employees generally have 
higher turnover levels than males. Arnold and Feldman (1982) suggested that a female 
is more likely to leave the organization because they have more sporadic work 
histories, lower tenure and lower pay. On the other hand, Miller and Wheeler (1992) 
reported no relationship between gender and turnover. in the hotel industry scenario, 
Carbery et all (2003) stated that male employees tend to be dominant because they 
play an important role when compared to females as providers for the family, which 
in turn is reflected in a low intention to leave. However Khatri et al, (2001) used the 
same argument to state that males are more likely to quit than females because the 
traditional belief that males are the breadwinner for the family still persists. Since 
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women have had to overcome more barriers to attain their, positions in the 
organization, they may place greater value on their organisations and jobs than do 
their male counterparts (Lincoln & Kalleberg, 1990; Morris et al., 2001; Mowday et 
al., 1982). Mathieu and Zajac (1990) found a weak correlation between gender and 
organizational commitment, with women being more committed to the organization 
than men. Khalid or al. (2009) in their study of organizational citizenship behavior 
and turnover intention in Malaysia found that female employees moderated better the 
relationship between behavior and intention than males. It has been investigated that 
differences exist concerning job satisfaction and gender. One may assume that women 
tend to be more satisfied than men which generally reduce job turnover inclination 
(Souza-Poza, 2007). 
Marital status: Marital status also plays an important role in predicting an employee's 
intention to leave a job. However, there is inconsistent evidence on the influence of 
marital status in explaining turnover intention. In a study of turnover decision and 
gender status, Mano-Negrin and Kirsehenbaum (2000) highlighted that the decision 
about staying or leaving in one organization is interdependent on the spousal 
conditions of employment. They further explained that the decision to leave a post not 
only involves employees' familial or economic status but can also be dependent on 
employee work-related factors. Married employees exhibited higher organizational 
commitment largely due to greater family obligations which constrain their 
opportunities to change employers (Cetin, 2006; Mathieu & Zajac, 1990; Taormina, 
1999). Horn and Griffeth (1995) stated managers who are married showed a lower 
intention to leave a job compared to an umnarried manager. The primary reason for 
this is that being married usually increases manager's financial requirements, thereby 
serving as a situational constraint. The other reason was due to location 
considerations. In general, a married employee chooses to remain in the same 
company rather than move to a different location because they do not want to force 
their spouse to move. Camilleri (2002) found that marital status was more related to 
continuance commitment, suggesting that married employees had more financial 
concerns. On the other hand, inter- role conflict between work and family may 
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influence turnover intention (Horn & Kinicki, 2001). Married employees have to 
balance work and family commitments with family and a lack of time and energy to 
participate in family activities may also encourage an employee to leave his/her job. 
Mellor et al. (2001) suggest that married teachers perceive higher monetary costs 
associated with leaving this profession. While they do not dare to leave this profession 
because of their familial responsibilities, they do not want to risk their accumulated 
investments in their schools. As it was indicated by Fuller et at (2003), Haar and 
Spell (2009), Shore and Wayne (1993) and researches, for strengthening the married 
ones' weak affective and normative bonds to this profession, they may be treated in a 
supportive manner (family supporting treatments etc.) that makes them feel valued. 
Experience: Khatri et al (2001) state that length of employment also plays an 
important role in shaping employee attitude towards leaving their present job. Some 
employees prefer to stay in one company because they want to keep the benefits 
offered. In the event of the long serving employee leaving, he or she would often not 
get the full benefits and welfare payments provided by the company. In most cases, 
the longer an employee works in one company, the longer will the employee tend to 
stay and in turn this minimizes any intention to leave a job. In short, long stay 
employees become locked into benefits, financially and with reference to status, while 
additionally such long service also indicates possible commitment to the industry 
(Khatri et al., 2001). In other cases, Griffeth et al. (2000) found employee tenure was 
negatively related to suggesting that an employee who stayed longer in one 
organization were less likely to quit. Allen and Meyer's (1990) show that as tenure 
increases, employees feel themselves to be bound to continue with the organization. 
They attempt to justify their actions, retrospectively, by developing emotional 
attachment to their organizations (Meyer & Allen, 1997). Also, as age and tenure 
increases, employees' perceptions on the cost of leaving increases, leading them to 
develop continuance commitment (Abdulla & Shaw, 1999; Allen & Meyer, 1990). 
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2.4 Employee Retention 
Unnecessary employee turnover costs organization needless expenses (Buck & 
Watson, 2002). Replacements and training expenses have a direct impact on 
organizational costs, productivity and performance, and as such, an increasing number 
of organizations are now recognizing employee retention as a key strategic issue 
(Glen, 2006). The main purpose of retention is to prevent the loss of competent 
employees from the organization as this could have adverse effect on productivity and 
service delivery (Samuel & Chipunza, 2009), The Harvard Business Essentials (2002) 
defined retention as the converse of turnover, being voluntary and involuntary. It is a 
voluntary move by an organization to create an environment which engages 
employees for a long term (Chaminade, 2007). 
2.4.1 Concept and Overview 
It is often believed that an organization is only as good as its people (Templer & 
Cawsey, 1999). Organizations failing to retain high performers will be left with an 
understaffed, less qualified workforce that ultimately hinders their ability to remain 
competitive (Rappaport et al., 2003). Therefore, worldwide, retention of skilled 
employees has been of serious concern for organizations'in the face of ever increasing 
high rate of employee turnover (Samuel & Chipunza, 2009). The private sector 
managers admit that one of the most difficult aspects of their jobs is the retention of 
key employees in their organizations (Litheko, 2008). Empirical studies such as 
Stovet and Bonds (2002) have shown that employees, on average switch employers 
every six years. Replacing exiting employees is detrimental to organizations and may 
have adverse affects to service delivery. It is therefore imperative for management to 
reduce, to the minimum, the frequency at which employees, particularly those that are 
cmcial to its operations quit (Samuel & Chipunza, 2009). Retention is a critical 
element of an organization's more general approach to talent management 
(Lockwood, 2006). 
Retention activities simply put may be defined as a sum of all those activities aimed at 
increasing organizational commitment of employees, giving them an overall 
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ambitious and myriad of opportunities where they can grow by outperforming others 
(Bogdanowicz & Bailey, 2002). Branch (1998) contends that the objective of 
retention policies should be to identify and retain committed employees for as long as 
is profitable both to the organization and the employee. It can be further categorized 
as functional or dysfunctional (Johnson et al., 2005). When non-performers leave and 
performers stay, it is identified as functional, and can in fact assist organizations to 
increase optimal performance (Johnson et al, 2005). On the contrary, when non-
performers stay and performers leave, retention is highly dysfunctional, and damages 
organizational innovation and performance (Abbasi & Hellman, 2000). 
In conceptualizing interventions that hold promise for improving retention, much 
analysis has been devoted to the question of why teachers leave teaching (Billingsley, 
2004; Kozleski et at., 2000; NCTAF, 2003). Samuel and Chipunza (2009) noted that 
the main purpose of retention is to prevent the loss of competent employees from 
leaving the organization as this could have adverse effect on productivity and 
profitability. Similarly, Guarino et al. (2006) maintained that studies focusing on 
retention might identify factors that relate to teacher attrition. Similarly, Bogdanowicz 
and Bailey (2002) noted that organizations try to provide their workforce benefits and 
a holistic motive to stick with the current organization and making then decision to 
leave the organization difficult and pointless. Certo and Fox (2002) found that 
"reasons for leaving and reasons for staying often acted as inverse variables (for 
example, a teacher may leave because of poor administration or stay because of 
quality administration)" (p. 60). The literature reveals that there is a multiplicity of 
suggested methods for retaining talent, approaching retention on many different 
levels, and in many different ways; as Ettore (1997: 49), notes "...at its most 
effective, corporate retention is a sophisticated juggling act". 
Provided this, it can be assumed that employee retention and employee turnover are 
two faces of the same coin. Both the concepts are inseparable and each from the point 
of view of research is impractical to study in isolation or independently. It should also 
be emphasized here that understanding the behavioral intention (quit/stay) of an 
employee not only provides input to foresight the actual turnover decision of that 
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employee, but it can also vastly aid in taking measures that can lead to employee 
retention as well. 
2.4.2 Retention Factors 
Extant literature has so far overwhelmingly proved the importance of valuable 
workforce or functional workforce for the survival of an organization (Bogdanowicz 
& Bailey, 2002). Replacements and training expenses have a direct impact on 
organizational costs, productivity and performance, and as such, an increasing number 
of organizations are now recognizing employee retention as a key strategic issue 
(Glen, 2006). Mak and Sockel (2001) noted that retaining a healthy team of 
committed and productive employees is necessary to maintain corporate strategic 
advantage. Hence, organisations must design appropriate strategies to retain their 
quality employees. These strategies may range from lucrative compensation packages 
to involving employees in every sphere of the functioning of the organization (Mak & 
Sockel, 2001). Empirical studies (Kinnear & Sutherland, 2000; Maertz & Griffeth, 
2004) have revealed that factors such as competitive salary, good interpersonal 
relationships, friendly working environment, and job security were cited by 
employees as key motivational variables that influenced their retention in the 
organizations. It is important to recogni2e the commitment of individuals to an 
organization, as well as the organization's need to create an environment in which one 
would be willing to stay (Harris, 2000). 
Employee satisfaction has been found to be positively related to the intent to remain 
with the company (Light, 2004). This is well supported in previous studies, which 
maintained that job satisfaction is the most important tool for employee retention and 
if employees experience high satisfaction with their jobs, it may create a pleasurable 
emotional state (Bartolo & Furlonger, 1999; Ivancevich et at, 2008) and a positive 
reaction towards the organization (Feinstein, 2002; Oshagbemi, 2000). Understanding 
the different dimensions of a job that may increase satisfaction or, at least, reduce 
dissatisfaction would be the very first step towards designing a strategy for retention 
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of quality staff (Raju, 2004), McCarthy et al, (2007) found the significant association 
between job satisfaction and intention to stay. 
Organisational commitment is seen as vital to preserving and attracting well qualified 
talent pool in any organization (Suki & Suki, 2011). Meyer et al. (2002) have found 
that committed employees are more likely to remain with the organization and strive 
towards the organization's mission, goals and objectives. Ruwan (2007) empirically 
evaluated six HR practices (realistic job, information, job analysis, work family 
balance, career development, compensation and supervisor support) and their likely 
impact on the marketing executives' turnover, Teacher commitment has been 
recognized as a "critical predictor of teachers' work performance" (Day et al., 2005, 
p. 571). Several special education studies have suggested that teachers with higher 
levels of professional and organizational commitment are more likely to stay (Miller 
et al., 1999) or intend to stay,(Billingsley & Cross, 1992; Gersten et al., 2001; Littrell 
at al., 1994) in teaching. In a study of 139 academics from a Jordanian university, Al-
Omari et al. (2008) found that job satisfaction and organizational commitment had 
significant positive effects on intent to stay. The study suggested that efforts to 
improve faculty retention should focus on the work-related factors that affect job 
satisfaction and organizational commitment. 
Pay satisfaction, satisfaction with promotion opportunities, satisfaction with 
supervision and satisfaction with work-schedule flexibility have been considered as 
retention factors primarily by Moratis et al. (2005) and Hausknecht et al. (2008), 
whereas, several other researchers (e.g. Carraher, 2011; Cicero-Reese & Black, 1998; 
Denton, 1992; Ellett & Millar, 20(11; Preyra & Pink, 2001) have also studied their 
respective roles as retention factors. 
:• 	Pay Satisfaction 
Satisfaction with pay refers to "the amount of financial remuneration that is received 
and the degree to which this is viewed as equitable vis-à-vis that of others in the 
organization" (Luthans, 2005:212). The important relationships among job 
satisfaction, pay satisfaction, organizational commitment and turnover intention have 
been well established in studies by Brown and Peterson (1993) as well as Roberts and 
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Chonko (1996). Lane (1993) examined the relationship between benefit satisfaction, 
organizational commitment, and turnover intention. Low salary has often been found 
to be a significant predictor of teachers' intent to leave (Liu & Meyer, 2005). The use 
of financial inducements has featured prominently on both the agendas of human 
resource researchers and practitioners (Koh & Neo, 2000) and it has been considered 
an important reward to motivate the behavior of employees (Taylor & Vest, 1992). 
Compensation links all pay and benefits to attracting and motivating employees 
(Daley, 2002; Mello, 2002). Provision of effective training and effective 
compensation are considered to be the top strategic human resource management that 
is considered to be relevant for retention and turnover intention (Chew & Chen, 
2008). It is believed that all other behavioral factors are important for enhancing job 
satisfaction of employees but satisfaction from pay is a must (Sharma & 8ajpai, 
2011). Lamberti at at (2001) found financial rewards to have a significant impact on 
job satisfaction. Hamermesh (2001) found that changes in compensation (increases or 
decreases) have concomitant impact on job satisfaction levels of employees. 
According to Robbins at al. (2003), employees seek pay systems that are perceived as 
just, unambiguous, and in line with their expectations. When pay is perceived as 
equitable, is commensurate with job demands, individual skill level, and community 
pay standards, satisfaction is likely to be the result. A number of studies suggest that 
higher wages reduce teacher quit propensity (Brewer, 1996; Gritz & Theobald, 1996; 
Murnane & Olsen 1989; Theobald, 1990). Theobald (1990) found that salaries are 
positively related to decisions to continue teaching. 
Pouliakas and Theodossiou (2004) show that a significant difference in the job 
satisfaction of performance related pay and non- performance related pay workers 
exist. Judge et al. (2001) found if job utility depends on both the level of pay and on 
pay relative to some reference point or aspiration level, it is clear that incentive pay 
could significantly affect job satisfaction through both of these routes. Employees 
tend to be satisfied with their job when they have effective and good pay (Droussiotis 
& Austin, 2007). Singh et at (2004) found that employees had a higher degree of 
satisfaction with their pay when the organization provided adequate opportunities for 
growth and when compensation practices included bonuses. 
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In a number of turnover studies, pay satisfaction is proposed as a major factor 
affecting employees' turnover intention, and this has been subsequently tested to 
directly affect turnover (DeConinck & Stilwell, 2004; Roberts & Chonko, 1996; 
Tekleab et al., 2005); and to indirectly affect turnover intention via organizational 
commitment (DeConinck & Stilwell, 2004). Griffeth et al. (2000) noted pay and pay-
related variables have a modest effect on turnover. Their analysis also included 
studies that examined the relationship between pay, performance and turnover. They 
concluded that when high performers are insufficiently rewarded, they leave. 
According to Milkovich and Newman (1999), when collective reward programs 
replace individual incentives, their introduction may lead to higher turnover among 
high performers. 
Martin (2003) investigates the determinants of labor turnover using establishment-
level survey data for the UK. He indicated that there is an inverse relationship 
between relative wages and turnover. Research confirms the role that low pay and 
lack of opportunities for better pay plays an important role in the decision to leave an 
organization (Gustafson, 2002). Furthermore, employees will willingly remain in 
organizations where work is stimulating and challenging, chances for advancement 
are high and if they feel reasonably well paid (Pare & Tremblay, 2000). A number of 
other studies too suggest that higher wages reduce teacher quit propensity (e.g. Baugh 
& Stone, 1982; Brewer, 1996; Dolton & van der Klaauw, 1995; Gritz & Thcobald, 
1996; Mont & Rees, 1996; Mumane & Olsen 1989; Stinebrickner, 2001 and 
Theobald, . 1990). Theobald (1990) found that salaries are positively related to 
decisions to continue teaching in the same place. 
Satisfaction With Promotion Opportunities 
Promotional opportunities refer to the possibilities an employee perceives are there 
for his or her chances to grow and be promoted within the organization (Lambert at 
al., 2008). According to McCormick and Ilgen (1985), employees' satisfaction with 
promotional opportunities will depend on a number of factors, including the 
probability that employees will be promoted, as well as the basis and the fairness of 
such promotions. Robbins (1998) maintains that promotions provide opportunities for 
personal growth, increased responsibility, and increased social status. A number of 
researchers are of the opinion that job satisfaction is strongly related to opportunities 
for promotion (Pergamit & Veum, 1999; Peterson et al., 2003; Sclafane, 1999). In a 
study by Jayarame and Chess (1984, cited in Staudt, 1997), the opportunity for 
promotion was found to be the best and only common predictor ofjob satisfaction. 
Dratke and Kossen (2002) postulate that many people experience satisfaction when 
they believe that their future prospects are good. Kreitner and Kinicki (1992) 
however, state that the positive relationship between promotion and job satisfaction is 
dependent on perceived equity by employees. Promotions, therefore, appear to occupy 
a central role in the turnover process (Price & Mueller, 1986). However, literature 
examining promotion as an antecedent of turnover is inconsistent and inconclusive. 
Major theoretical reviews of the withdrawal literature characterize the promotion-
turnover relationship as consistently negative (Porter & Steers, 1973), moderately 
negative (Cotton & Tuttle, 1986; Mobley, 1982), weakly negative (Price, 1977), and 
inconclusive (Mobley et al., 1979). 
A number of empirical studies suggest a negative relationship between turnover and 
promotion (Carson et at, 1994; Saporta & Fajourn, 2003). Carson et al. (1994) use a 
meta-analysis on numerous such studies and show that actual promotion rather than 
promotion satisfaction or promotion opportunities reduces turnover. Similarly, 
Saporta and Fajourn (2003) used longitudinal data on a single firm and found a 
similar result. They found that the number of promotions reduced turnover rates for 
both professional and managerial workers. Also, to retain employees, departments 
must offer career advancement opportunities, failing which they may find it difficult 
to retain qualified employees (Taylor, 1997). 
Saticfaciion with Supervision 
Winston and Creamer (1997) defined supervision in higher education as a 
management function intended to promote the achievement of institutional goals and 
enhance the personal and professional capabilities of staff. Employees usually do not 
quit their companies, they quit their bosses instead (Smith, 2000). Le 
Blanc et aL(1993) found that satisfaction with supervision was negatively related to 
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one's propensity to quit the job. Research demonstrates that a positive relationship 
exists between job satisfaction and supervision (Koustelios, 2001;. Peterson et al., 
2003; Smucker et at, 2003). Supervision plays a pivotal role in determining job 
satisfaction in terms of the ability of the supervisor to provide emotional and technical 
support and guidance with work-related tasks (Robbins at at., 2003). Supervisors 
guide their subordinates so that they produce the desired quantity and quality of work 
within the desired time (Saif-ud-Din et al., 2010). 
According to Ramsey (1997), supervisors contribute to high or low morale of 
employees in the workplace. Previous research has shown that the availability of 
organizational work—life benefits, in conjunction with a supportive supervisor and an 
organizational climate promoting their utilization, aids organizations in attracting and 
retaining human resources (e.g. Casper & Buffardi, 2004). Bradley et at (2004) 
investigated the impact of human resource management practices related to job 
satisfaction. The study reaffirms that there is positive association between quality of 
supervision and job satisfaction. Similarly, it was noted that supervisors that are high 
on employee relationship building behavior has a strong impact on employees' job 
satisfaction (Graham & Messner, 1998). 
Wech (2002) supports this view by adding that supervisory behavior strongly affects 
the development of trust in relationships with employees. The author farther 
postulates that trust may, in turn, have a significant relationship with job satisfaction. 
Likewise, Lasclunger (2007) found a significant and positive correlation between 
supervision and job satisfaction. Sagas and Cunningham (2004) found that people 
satisfied with their supervision reported greaterjob and career satisfaction. 
New professionals encounter a host of issues with entry into the profession (Ellis, 
2002; Hamrick & Hemphill, 2002; Marsh, 2001) and need orientation and 
socialization both to their field of work and to their employing institution (Amey, 
2002; Katz & Tushman, 1983). An effective model of supervision that provides the 
necessary orientation and socialization is one way to reduce the attrition of new 
professionals. The success or failure of new professionals has been attributed to the 
social support that is received within the organization (Amey, 2002; Katz & Tushman, 
59 
1983; Scher & Barr, 1979). Creamer and Winston (2002) stated that one of the 
principal factors for attrition is the quality of supervision received in the first one or 
two jobs. New professionals' intentions to turnover have been attributed to their level 
of job satisfaction (Bender, 1980; Klenke et al., 1990; Lorden, 1998) and job 
satisfaction has been linked to quality of supervision received (Antey, 2002; Arminio 
& Creamer, 2001; Schneider, 2002). 
Wayne at at (1997) found that supervision is positively related to perceived 
organizational support, which contributes to employee satisfaction (Matzler & Renzi, 
2006) and satisfying employees' socio-emotional needs (Cohen & Pmsak, 2001). It 
has also been found to enhance work motivation (Lagace et al., 1993) and employees' 
well-being at work (Sparc & Sonnentag, 2008). In a longitudinal study of 116 new 
executives, Bauer et al. (2006) found that satisfaction with supervision is negatively 
related to new executive turnover intentions as well as actual turnover. Cotton and 
Tuttle (1986) found that satisfaction with supervision was highly inversely related to 
turnover. The employees have a tendency to leave their jobs when they have poor 
supervision (Keashly & Jagatic, 2000), poor training (Poulston, 2008) and low wages 
(Martins,.2003). 
•: 	Satisfaction with Work-schedule Flexibility 
Many organizations have begun to offer flexible work arrangements to help 
employees balance work and family demands (Galinsky at al., 2008). An emerging 
definition of work flexibility (Kossek & Van Dyne, 2008) further subdivides this 
concept into duration, timing, and place flexibility. Formal family-friendly policies 
and benefit availability can reduce work-family conflict and enhance employee job 
outcomes (Anderson et al., 2002; Behson, 2005). Intention to quit is a commonly 
studied job related outcome in the work—family conflict literature (Anderson et al., 
2002; Shafftretat., 2001). 
Research has suggested that organizational work-life benefits and a supportive work 
climate are linked positively to employee job satisfaction, motivation and reduced 
employee stress (Allen, 2001; Anderson et al., 2002; Behson, 2005; Casper & 
Buffardi, 2004; Thompson etal., 1999). Job satisfaction is one of the central variables 
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in work and is seen as an important indicator of working life quality (Aryee et al., 
1999; Cohen or aL, 2007). For the same reason, the relationship of job satisfaction 
with work life quality is another aspect of working life that is often investigated by 
researchers (Sand et at, 2008). Work-family balance has been listed as one of the top 
five factors determining job satisfaction for employees in the service sector such as 
the hospitality/tourism industry (O'Leary & Deegan, 2005). Employees who perceive 
their organization to be more family supportive report greater job satisfaction 
(Anderson et al., 2002; Thomas & Ganster, 1995). 
De Camfel and Schaan (1990) showed that implementation of alternative work 
schedules reduced absenteeism and overtime, while increasing employee job 
satisfaction and productivity. A meta-analysis on alternative work schedules showed 
decreased positive effects over time associated with flextime as it related to 
absenteeism, productivity, and job satisfaction (Baltes et aL, 1999). Many researchers 
have studied the relationship between perceived organizational support and work-life 
quality of workers and have found it to have a positive impact on organizational 
commitment, employee performance as well as job satisfaction (Rhoades & 
Eisenberger, 2002; Dixon & Sagas, 2007). 
Hill et al. (2001) found support for the positive impact of structural changes and 
increased flexibility. According to their study, individuals who perceived more timing 
flexibility than their counterparts, given the some workload, were able to work longer 
hours before their workload negatively impacted their work-life balance. Similarly, 
women who perceived more flexibility within their organization reported higher 
levels of organizational commitment and job satisfaction (Scandura & Lankau, 1997). 
Aryee et at (1998) found a significant positive correlation between satisfaction with 
work flexibility and organizational commitment and intentions to stay. Employee 
perceptions regarding the family supportiveness of their organization are related to 
intentions to leave the organization (Allen, 2001; Anderson et al., 2002; Thompson et 
aL, 1999). Among a variety of variables that have been found to predict turnover, a 
significant one is poor or inflexible work schedule (Simons, 2008). 
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Organizations need to respect employee's desires to have more time off to pursue 
their own interests. Implementing work-family policies helps to ease family demands, 
and by doing so, reduces employee absenteeism and turnover (Landauer, 1997). 
Initiatives may include telecommuting, flexi time, job-sharing, shorter work weeks 
and on-site child care centers (Baltes et al., 1999). 
2.5 Teacher Turnover and Retention: Global Scenario 
Globally, more than any other profession, the teaching profession has recently gone 
through rigorous deliberation and analysis (VSO, 2002). Internationally, the 
profession is continuously beset by several serious problems. One of the most serious 
problems in the teaching profession is teacher turnover. There are numerous reports of 
high teacher turnover in several developed countries such as United States (Guin, 
2004; Herbert & Ramsay, 2003); United Kingdom (BBC Online 18 January 2001); 
Scotland (Finlayson, 2003); and Portugal (Jesus & Conboy, 2001). But in developing 
countries, the problem is comparatively serious. Reports in countries such as South 
Africa (Xaba, 2003), Zambia, Papau New Guinea and Malawi (VSO, 2002) indicated 
that the problem had almost reached a catastrophic stage. The situation is worse in 
India, where there is an acute shortage of B-school teachers and adding to that very 
little is known as to how far the teachers are satisfied and committed to their jobs 
(Mistry, 2010). 
Within the teaching profession there are several factors that cause turnover. Xaba 
(2003) concluded that the causes of teacher turnover can be attributed to 
organizational factors. He further asserted that these could be categorized into 
"commitment to the organization, long-term prospects, and job satisfaction" (p. 287). 
Further analysis was also made by Herbert and Ramsay (2003). Although the findings 
by Herbert and Ramsay (2003) related to teacher turnover in Texas in United States, 
they accurately tallied with findings in several other countries. Herbert and Ramsay 
(2003, p. 2) while acknowledging the fact that "decisions about whether to enter and 
remain in teaching are ultimately personal ...according to individuals' needs and 
circumstances', they attributed turnover among teachers to several factors such as 
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salaries and incentives, working conditions, induction and professional development, 
and assignments. Some of the causal factors cited by Shaw (1999) were similar to 
those also raised by Herbert and Ramsay (2003). Shaw (1999) added that factors such 
as recruitment and selection practices, the work itself, compensation, career 
opportunities and the work environment contributed to turnover. 
2.5.1 Determinants of Teacher Turnover 
Ingersoll (2001) defines teacher turnover as —the departure of teachers from their 
teaching jobs. Luekens et at (2004) further distinguishes between three groups: 
Stayers, Leavers, and Movers. Stayers remain in their schools from year to year, 
Movers transfer or migrate to other schools, and Leavers make the decision to turn to 
other careers instead of teaching. During the past many years, substantial empirical 
research has focused on determining which kinds of teachers are more prone to leave 
teaching and why (e.g., Babbitt et al., 1994; Chapman & Green, 1986; Chapman & 
Hutcheson, 1982; Crissmer & Kirby, 1987, 1992, 1997; Hafner & Owings, 1991; 
Haggstrom et al., 1988; Heyns, 1988; Marso & Pigge, 1991; Mumane, 1981, 1987; 
Mumane el al., 1991; Mumane et al., 1988; Rumberger, 1987; Schlechty & Vance, 
1981, 1983; Weiss & Boyd, 1990). 
Several research studies have identified a variety of reasons why teachers leave their 
profession entirely. These include personal reasons such as raising a family/taking 
care of family (Stinebrickner et at, 2000; Wayne, 2000), or organizational reasons 
like salary and benefits (Darling-Hammond, 2003; Flowers, 2004; Ingersoll, 1999; 
Ingersoll & Smith, 2003; Prince, 2002; Voke, 2003), poor working conditions 
(Hanushek et al., 2004), job dissatisfaction (Rhodes et al., 2004) related to students' 
behavior, lack of support from school administration (Barnett & McCormick, 2004; 
Egley, 2003; Flowers, 2004; and Woods & Weasmer, 2004) and professional 
development expectations (Inman & Marlow, 2004). 
Table 2.5 illustrates some of the teacher turnover studies (global) and the factors 
identified as responsible for teacher turnover. 
63 
Table 2.5: Factors Responsible for Teacher Turnover 
Author Country of Factors Responsible for Turnover Research 
Edgar & Pair USA Personal reasons, school staffing actions, to pursue 
(2005) another job, dissatisfaction with their positions. 
Herbert & USA Salary & incentives, working conditions, induction and 
Ramsay professional development, and assignments. 
(2004)  
Ingersoll USA Retirement, personal reasons, school staffing actions, to 
(2001) pursue another job, dissatisfaction 
Rosenblatt el Israel Ethical climate, organizational climate, tendency to 
al. (2010) misbehave, & organizational climate 
Narimawati Indonesia Work satisfaction & organizational commitment. 
(2007)  
Shah et al. Pakistan Job security, good location of other organization, 
(2010) organization support, higher education opportunities, 
good children education, & reputation of pull 
organization (Pull Factors), small size organization, 
social status, working environment, employees confect, 
lack of promotion, life-work balance, and no 
fairness/justice in present organization (Push factors) 
and personal factors. 	- 
Cha (2008) Korea Salary, working conditions, and professional training 
experiences. 
Seyfarth and USA Compensation, growth & security, social integration, 
Bost (1986) safe & comfortable work environment, use and 
development of human capacities, and 
constitutionalism. 
Zey-Ferrell USA Personal traits, occupational status, personal values, 
(1982) support for collective bargaining, early childhood 
socialization, higher education socialization, general 
attitude, professionalism, turnover intention and 
dissatisfaction. 
Chughtai & Pakistan Commitment, supervision, job security, pay, promotion 
Zafar (2006) opportunities, coworkers, work, work conditions, 
training opportunities, trust, job involvement, 
distributivejustice & procedural justice. 
Ali (2007) Pakistan Pay, promotion, supervision, fringe benefits, contingent 
rewards, operating conditions, co-workers, nature of 
work, & communication 
Source: Prepared by the Researcher 
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Poor salary is probably one of the most common causes of high teacher turnover 
(VSO 2002). Beardwell and Holden (2001, p. 514) explained that the salary of a 
particular job reflected "beliefs about the worth of jobs... based on scope, level of 
responsibility, skill requirements, nature of duties, commercial worth and strategic 
relevance". Studies indicate, additionally, that one of the leading causes of teacher 
attrition is lack of administrative support (Billingsley & Cross, 1992; Certo & Fox, 
2002; Eggers, 2002; Hunt & Carroll, 2002; Ingersoll, 1999; Ingersoll, 2001; Johnson 
& Birkeland, 2003; Krueger, 2000; Lucksinger, 2000). Citing a National Survey of 
Teachers, Herbert and Ramsay (2004) specified that, among those dissatisfied with 
teaching, 61 per cent cited poor salaries, 32 per cent poor administrative support, and 
24 per cent student discipline problems. It was also argued that schools that gave their 
teachers higher salaries, adequate administrative support, and experienced fewer cases 
of student discipline the teaching staff were less likely to leave. 
Ingersoll (2002) found five main areas, viz, retirement, school staffing action, family 
or personal, pursuit of other jobs and dissatisfaction as reasons cited for turnover and 
attrition. His findings well supported the earlier findings of Catalyst (1999), Finn 
(1997) and Osborne (2002). Borsuk (2001) found that attrition appears to be 
influenced by a number of personal and professional factors that are prone to change 
across the life span and career path. Duffrin (1999) cites working conditions as reason 
for high turnover especially among teachers leaving within the first five years of 
being in the profession. Specifically, Ingersoll (2002) estimated that during the first 5 
years of their careers, 45% of teachers leave the profession. Kirby and Grissmer 
(1991) also suggested that the decision to accept and keep a teaching job depends on 
life cycle factors related to one's existing family status and changes in one's family 
status. Similarly, Wayne (2000) maintained that individuals are more likely to leave 
teaching for family and personal reasons than because they are dissatisfied with their 
job. Decisions to leave the profession during the later stages of a career may be 
explained by factors that are distinct from those that are prominent during the earlier 
years of teaching (Harris & Adams, 2004). 
The characteristics of teachers' work conditions are salient for predicting attrition 
(Chaiks, 2002). Celep. (2003) maintained that lower commitment to the organization 
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affects both the effectiveness of the institute and causes teachers to be less successful 
or to leave the profession. Ingersoll (2001) draws from theories advocating teacher 
turnover as a function of ageing and increasing student numbers. He postulates that 
teacher turnover can be understood by examining the institutes' characteristics and 
conditions. His exposition asserts that improvement in organizational conditions such 
as salaries, increased support from administration, reduction of student discipline 
problems and enhanced teacher input in decision-making would all contribute to 
lower rates of teacher turnover. 
Jackson and Schuler, (2000) noted that organizational factors are critical in teacher 
turnover. These factors include the teaching job itself, career development, 
advancement and employment security, supervision, incentives and rewards, which 
relate to compensation and recognition, poor job performance, which relates to lack of 
skills, low motivation, bad performance and lack of resources. Ingersoll (2001 a, 
2001b) argued that organizational factors, including lack of support from 
administrators, student discipline issues, and lack of input and decision-making 
power, cause teachers to leave the profession. Other researchers, including Harris and 
Adams (2007), have continued to provide evidence suggesting that early retirements 
are the key problem and have speculated that this problem is exacerbated by a pension 
and salary structure that rewards early retirements. 
Chaika (2002) identifies the lack of teacher mobility, inadequate induction 
programmes, poor working conditions and a growing salary gap between teachers and 
other college graduates as sources of teacher turnover. Low salary has often been 
found to be a significant predictor of teachers' intent to leave (Liu & Meyer, 2005). 
Teachers' starting salaries lag behind those of other professionals in business and 
industry, and the teacher compensation system lacks differentiation by expertise and 
work quality (Grissmer & Kirby, 1992). Thus, teachers capable of developing skills 
for other careers may tend to leave 
With respect to extrinsic factors of job satisfaction, a study by Justus et al. (2011) 
revealed that teachers felt salary increases might lead to job satisfaction. Markandan 
(1984) and Chan (1995) found Malaysian teachers to be dissatisfied with salaries. 
Bradford (1981) also found that inadequate leadership by the principal contributed to 
teachers' job dissatisfaction. According to Bloland and Selby's (1980) review of the 
literature, salary appears to be an important factor associated with the career changes 
of male educators, but not female educators. Besides that, Skrapits (1986) found that 
administrators who were friendly, relaxed, attentive, open-minded, and better 
communicators contributed to greater teacher job satisfaction. Sergiovanni (1984) 
found that teachers attributed job dissatisfaction to poor relations with colleagues, 
students and/or parents. His findings were supported by Barnard and Rodgers (1998) 
who confirmed that the relationship between poor interpersonal relations and job 
dissatisfaction. Beyond personal and family factors that can affect new teachers' 
career decisions, another reason new teachers leave is that teaching, as a profession, 
has been slow in developing a systematic way to induct beginners into highly 
complexjobs (Gordon & Maxey, 2000; Moskowitz & Stephens, 1997). 
2.5.2 Consequences of Teacher Turnover 
High teacher turnover has the potential to seriously undermine a positive sense of 
community among families, teachers, and students that has long been considered by 
education researchers to be one of the most important gauges and conditions of 
successful schools (Ingersoll, 2001). High employee turnover, as a consequence of 
quick career advancement and multiple job opportunities, has conic to be (mown as a 
negative "spill-over effect" of industrial growth (Saha & Gupta, 1999). Ingersoll 
(2002) postulates that staffing problems arc created when employees leave the 
organization and have to be replaced, especially since teacher turnover is highest 
among new teachers — mostly within the first five years (Mills, 2001). 
One cost of teacher turnover is financial (Boe et al., 2005). Turnover costs can include 
separation costs (e.g., exit interviews), hiring costs, vacancy costs (hiring substitutes), 
and training costs (Ondrich et al., 2008). A study (Texas Center for Educational 
Research, 2000) used detailed information on Texas school districts to estimate the 
cost of replacing one teacher and total costs for current turnover rates and found 
estimated costs per teacher equal to at least 25 percent of salary and benefits. As 
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reviewed by Johnson, et al. (2005), estimates of turnover costs vary widely and 
depend on many variables. Minarilc et al. (2003) noted that annual expenditures for 
recruiting and replacing teachers usurp funding that could otherwise be used for 
classroom resources, teacher salaries, and facilities. Overall, high rates of teacher 
turnover have direct monetary costs and alter the distribution of teacher experience 
and skill across districts (Ondrich etal., 2008). 
An additional consequence of high employee turnover is its negative effect on 
organizational coherence, stability, and morale. This is felt more acutely in education, 
in that extensive interaction is required between teachers, students, and families, thus 
making coherence, continuity, and cohesiveness critical (Ingersoll & Smith, 2003). 
Studies have also explored organizational consequences of turnover, including its 
impact on organization members who remain (Baron et al., 2001; Mobley, 1982; 
Staw, 1980; Steers & Mowday, 1981). For instance, Krackhardt and Porter (1986) 
explored how the departure of some employees influenced the attitudes of the 
employees remaining in an organization based on their relational embeddedness. 
Teacher turnover also affects the distribution of experienced teachers across schools. 
New teachers are not as effective as teachers with more experience, suggesting that 
students in schools with more inexperienced teachers will learn less than students in 
schools with a greater percentage of experienced teachers, all else being equal (Rivkin 
et al., 2005). Therefore, high teacher turnover can lower student performance. 
Lankford et al,, (2002) found that teacher moves increase inequities in teacher 
qualifications across schools. 
Duf&in (1999) points out that it is difficult to fill the vacancies created by educators 
who leave the profession. He further maintained that about 90% of newly hired 
teachers are simply replacements for recent departures. To address this situation, the 
temptation is reportedly the lowering of standards and compromising entry 
requirements into teaching (Chaika, 2000; Kelleher, 1999). Teacher turnover has 
significant implications for the education profession because it contributes to 
organizational instability and high levels of uncertainty in educational settings 
(Ingersoll & Smith, 2003). The most severe consequence of high teacher turnover is 
its negative effect on teaching quality and student achievement. 
Evidence suggests that teacher ability is the single most important factor affecting 
student achievement (Curran et at, 2000; Geringer, 2000). Moreover, the continuity 
of school reform efforts is highly sensitive to teacher stability (Fullan, 2001). There is 
also strong evidence that teachers who leave the profession early are often among the 
best and the brightest (Henke. et al., 2000; Lankford et al., 2002; Podgursky et al., 
2004). Because teacher quality is one of the most significant predictors of student 
achievement (Greenwald et al., 1996; Verstegen & King, 1998), this trend is 
alarming. High teacher turnover has the potential to seriously undermine a positive 
sense of community among families, teachers, and students that has long been 
considered by education researchers to be one of the most important gauges and 
conditions of successful schools (Ingersoll, 2001). 
2.6 Teacher Turnover and Retention: Indian Scenario 
A high quality teaching staff is the cornerstone of a successful society. Attracting and 
retaining high quality teacher is a primary requirement for an educational institution 
(Sharma & Jyoti, 2006) and for the development of quality teachers one has to 
understand factors associated with it. Job satisfaction is one of those important factors 
(e.g. Sharma & Jyoti, 2010). Naseema (1994) studied teaching competency of 
secondary school physical science teachers in relation to their satisfaction of teaching 
the subject. 
Arnit (1994) and Shan (1998) found a positive correlation between job satisfaction 
and teaching effectiveness. Similarly, Shibu (2011) noted that if faculty members are 
not satisfied with their profession they will not be able to increase their performance. 
Teachers' job satisfaction is considered as a multifaceted phenomenon by Sharma and 
Jyoti (2006), which is critical to absenteeism and turnover (Locke & Latham, 2000), 
commitment (Saif-ud-Din et al., 2010), and school effectiveness (Sharma & Jyoti, 
2010). Sudhira (1994) investigated teacher job satisfaction and its link with job stress 
of secondary school physical education teachers. Abraham (2000) studied the link 
between job satisfaction and teacher effectiveness of college teachers. Godiyal and 
Srivastava (1995) made a study of teachers' work involvement, job involvement and 
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their job satisfaction. It is found that teachers working in institutes providing 
professional education are frequently changing the institution. It happens because of 
lack of job satisfaction which ultimately affects teaching and teachers' involvement in 
institution (Khanale & Vaingankar, 2006). 
In order to stop the attrition rate of teachers, universities should make it mandatory to 
follow a set of binding rules for recruitment, selection, remuneration and other 
administrative aspects which would be commonly applicable to all colleges. They 
should pursue the performance appraisal and should take relevant measures for 
increment and promotion of the teaching staff under them (Kansan & Pillai, 2008). 
Khanale and Vaingankar (2006) found that ad hoc teachers were satisfied with their 
jobs mainly because of their favorable attitude towards the teaching profession, 
financial consideration and the facilities which they were getting for further studies; 
marital status, age, experience and gender did not affect their level of job satisfaction; 
leadership qualities of heads of institutions promoted job satisfaction, and group goals 
and objectives were essential parameters in determining the job satisfaction of 
teachers. 
The importance of teachers' roles cannot be ignored in high quality education of 
manpower, Satisfaction and dissatisfaction in teachers' works affect their 
performance. In this regard, identification of teachers' job satisfaction level is 
important (Demirta6, 2010). Teachers' job satisfaction is one of the key factors in 
institutional dynamics and is generally considered to be primary dependent variable in 
terms of which effectiveness of an organization's human resource is evaluated. Thus, 
the understanding of factors affecting teachers' satisfaction at the workplace is of 
paramount importance for a successful educational system (Sharma & Jyoti, 2010). In 
India, very little is known as to how far the teachers are satisfied in their jobs (Mistry, 
2010). The nature of job satisfaction of college lecturers and its relationships with 
management support, salary and promotion opportunities still remain ambiguous and 
need to be investigated further (Ch'ng et al., 2010). 
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Kumar and Patnaik (2004) studied the organizational commitment, attitude towards 
work and job satisfaction of post-graduate teachers. The correlation between 
organizational commitment and job satisfaction is moderate which showed that the 
teachers who were more committed towards organization are more satisfied with their 
job. A teacher feels fully committed only when he/she works in conducive 
environment, which includes scope for career pursuits, recognition and 
acknowledgement, satisfactory salary, incentives, multi-dimensional rewards and self 
esteem (Kannan & Pillai, 2008). Kumar and Girl (2007) examined the relationship 
among organizational culture, organizational commitment and job satisfaction and 
found positive correlation between them. The study revealed that organizational 
climate works as the mediating variable enhancing the relationship of organization 
commitment with job satisfaction. Furthermore, Kansan and Pillai (2008) noted that 
higher salary packages leads to higher organizational commitment. The same study 
also propounds a positive correlation between commitment of teachers and their level 
of education, hierarchical level and married status respectively. 
2.7 Problem Areas and Research Gaps 
The demand for management education has risen sharply in India (Agarwala, 1995) 
and a phenomenal growth in it had been recorded by National Knowledge 
Commission (2006-2009) as well in its 'Report to the Nation'. It can be observed that 
the parameter `Intellectual Capital and Faculty' is given the highest weightage while 
evaluating the quality of these management institutions and thus, there exists a need 
for a mechanism to capture, preserve, retrieve and make visible this intellectual 
capital of the management institute (Doctor & Ramachandran, 2008). The importance 
of teachers' roles cannot be ignored in high quality education of manpower; in fact, 
fostering organizational commitment among faculty members has important 
consequences and implications for educational institutions (Chughtai & Zafar, 2006). 
In India, very little is known as to how far the teachers are satisfied and committed in 
their jobs (Mistry, 2010). Higher education is not immune to the problem of low job 
satisfaction; in fact, educational leaders have increased the number of research studies 
that try to identify factors that affect job satisfaction (Davis, 2001; Grace & Khalsa, 
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2003; Scarpinato, 2001; Truman, 1999). In addition to educational leaders and 
community leaders, other offices and stakeholders within higher education have 
concern about the financial impacts that job satisfaction and faculty departures have 
on the institution (Malik at al., 2010). The relationship between job satisfaction and 
organizational commitment is very crucial now-a-days because people now often do 
not prefer to stay with the same organization for long. It has become hard for the 
organizations to exercise influence on the employees for retaining them (Warsi et al., 
2009). Therefore, the understanding of factors affecting teachers' satisfaction and 
commitment at the workplace is of paramount importance for a successful educational 
system (Sharma & Jyoti, 2009). 
Indian B-schools are facing acute shortage of teachers (National Knowledge 
Commission's `Report to the Nation', 2006-09) due to sharp rise in the demand of 
management education and opening up of new management institutes/B-schools in 
considerably large numbers. In such a situation teacher turnover can drastically add to 
the misery and trouble of such B-schools. Though there have been some studies on 
Indian teachers in the past that examines the issue of faculty satisfaction and 
commitment, the researcher did not come across any study that comprehensively 
investigated the issue of teacher turnover or retention in detail. Therefore, a huge gap 
in the body of knowledge can be identified as far as understanding of the whole 
mechanism of teacher turnover and retention in the context of Indian B-schools is 
concerned. Also, after a thoughtful and close examination of relevant literature 
available to the researcher, as discussed in above sections, certain research gaps were 
identified. 
Research Gaps 
Following are the research gaps that were identified after a thorough review of the 
related studies on turnover; both general and in the context of teachers. The gaps that 
were found relate to both theoretical and practical aspect of the concerned area and 
apply to both global and Indian studies. 
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+ The field of voluntary employee turnover has received much attention over the 
past decades. Research has centered on both conceptual developments (Lee & 
Mitchell1994; Steel et al., 2002) and empirical analyses of various turnover 
antecedents (Griffeth et al., 2000). However, studies have primarily addressed 
individual-level predictors of turnover whereas the examination of 
organizational determinants has been mostly neglected (Shaw eta?., 1998). 
•4 Importantly, although turnover is associated with negative effects on 
organizational functioning (Glebbeck & Bax 2004), research has traditionally 
focused much more on what prompts people to leave rather than stay, to the 
extent that the field of employee retention remains under-researched (Holtom et 
at., 2008). Most of the previous studies (Eisenberger et al., 2002; Mitchell et al., 
2001; Spreitzer & Mishra, 2002; Steel et al., 2002) focus more on employee 
turnover than retention. Studies like that of Stovcl and Bontis (2002) considered 
employee turnover in isolation while paying less attention to the issues of 
retention. 
Ae The analysis of organizational turnover determinants focuses on organization-
level conditions that prompt members to stay or quit, rather than on more 
immediate work-related factors such as job satisfaction (Griffeth et al., 2000). 
Though job satisfaction is one of the most researched topics in the field of 
organizational behavior (e.g. Spector 1997; Applebaum et al., 2000 etc.), job 
satisfaction of knowledge workers is one area that further needs to be researched 
upon (Narang & Dwivedi, 2010). Furthermore, the nature of job satisfaction of 
college lecturers and its relationships with management support, salary and 
promotion opportunities still remain ambiguous (CEng et al., 2010) and 
therefore, need to be investigated further. 
Many studies concerning employee retention have been conducted in mainly 
U.S and Europe to determine the main factors that contribute to their satisfaction 
and motivation to exist, few of these researches have conducted in developing 
countries. Replication of such studies in other regions is highly justifiable. 
Limited studies have been conducted on job satisfaction, organizational 
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commitment and turnover intentions among employees in universities from 
developing or less developed countries (Tetty, 2006). In India, the retention of 
employees has not been fully addressed. Many questions related to employee 
retention have not been reported yet. 
•.• Although the proposed negativerelationship between organizational 
commitment and turnover has received wide empirical support (Mael & 
Ashforth 1995; Wan-Huggins et al., 1998; Van Dick et al., 2004; Riketta 2005), 
it is less clear which organization-level factors will influence turnover in general 
and the commitment-turnover relationship in particular. Also, it was maintained 
that most of the research on organizational commitment has been done by 
industrial organizational and occupational psychologists (Mueller et aL, 1992), 
whereas very little research on organizational commitment has been conducted 
within educational settings (Chughtai & Zafar, 2006). 
v Very few researchers have studied teachers' career behaviors. Most researchers 
have examined existing populations of current teachers to determine their intent 
to leave as a proxy for attrition (e.g., Billingsley & Cross, 1992; Cross & 
Billingsley, 1994; Gersten et at., 2001; Littrell et al., 1994; Singh & Billingsley, 
1996; Westling & Whitten, 1996; Whitaker, 2000). The study of intent allows 
investigators to consider the relationship of teachers' career plans to a range of 
variables without the expensive and time-consuming task of finding those who 
left. The intent variable is controversial, with some questioning whether it is 
related to attrition behavior (Bee et a)., 1997; LeCompte & Dworkin, 1991). 
Although some might argue that there should be a greater focus on the 
examination of attrition than on intent to leave, others have noted that there is a 
positive relationship between career intentions and later decisions (Boa et al., 
1999; Gersten et al., 2001). However, more needs to be known about the 
strength of this relationship. 
r It was found that, generally, Indian studies on higher education (technical and 
management) teachers were suffering from lack of thorough empirical 
investigation, which includes having a relatively small sample size base for 
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statistical examinations. Studies like, Khurana and Arora (2011) was having 
sample size of not more than 100. Moreover, Billingsley (2004) came out with 
similar findings after he conducted a review of literature on teacher turnover 
studies (global). He concluded that one third of the studies on teacher turnover 
included small samples (fewer than 100 teachers). 
S Several studies on employee turnover have listed cross-sectional research design 
as one of their study limitation as it does not capture the impact of situational 
variables nor the affect of stages in the relationship development. Since, a 
longitudinal study is more likely to suggest cause-and-effect relationships than a 
cross-sectional study by virtue of its scope it can establish sequences of events. 
Therefore, additional studies that use longitudinal or field experimental design 
to account for more rigorous tests of causality are required. 
+ Many of the studies on employee turnover generated a low response rate. Low 
response rate not only results in wastage of efforts but it also adversely affects 
the number of final usable responses undertaken for any statistical analysis. The 
response rate is as low as 17.4 percent (Pare & Tremblay, 2000), 35 percent 
(Carmeli, 2005), 42 percent (Khilji & Wang, 2007), 43.5 percent (Anafarta, 
2011), 40.8 percent (Malik et al., 2010), 49.2 percent (Koustelios, 2001), and 48 
percent (Joe & Park, 2010) in some studies on employee turnover. Also, it has 
been reported that postallo-mail surveys in India generate a very low response 
rate (Budhwar & Sparrow, 1997). Therefore, it was felt that there is some gap, 
as far as technique for data collection goes, which should be bridged to achieve 
a relatively higher response rate. 
❖ Only a few researchers have asked educators why they left or solicited their 
views on their work lives (Billingsley et al, 1992; Billingsley et al., 1995; 
Brownell et al., 1994-1995; Brownell el al., 1997; Morvant el al., 1995). 
Although these studiesrequested information in an open-ended manner, most 
studies gathered data at only one point in time —usually, soon after teachers left 
their positions. Very little attention has been paid to problems within a school, 
descriptions of what these problems mean to teachers on a day-to-day basis, or 
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how certain problems and issues contribute to decisions to leave over time. 
Moreover, an in-depth analysis of stayers would provide a better understanding 
of why some special educators remain involved and committed. 
4 A lot of research gaps, in employee turnover literature, were identified in the 
Indian context. Researchers have argued that there has been a paucity of 
research examining level of job satisfaction and commitment of teachers in 
India, on account of which very little is known as to how far the teachers are 
satisfied and committed to their jobs (vlistry, 2010). Rajadhyaksha and Smita 
(2004) indicated that there are very few research studies examining work 
schedule and family related issues from an organizational perspective. Also, it 
was found that only few researches were conducted on higher education 
teachers' turnover in India, and that too suffered from lack of thorough 
empirical analysis based on a reliable and valid instrument. 
The demand'for management education is constantly rising in India and 
consequently there is a swift increase in the number of 
Institutes/Universities/Business Schools offering such education. In the middle 
of all this, one thing which worries most of the Business schools and also 
hampers the quality of management education imparted in India is voluntary 
quitting of teachers. Retaining and managing a satisfied talented workforce 
(teaching) has become a daunting task for a majority of such institutions. 
Despite obvious challenges of dealing with teaching staff turnover, there is still 
a paucity of research addressing this issue and the resulting implications for 
Indian business schools. The researcher did not come across any Indian study 
that comprehensively investigates this issue. Also, it was felt that a huge gap 
does exists in the body of knowledge as far as teachers' turnover and retention in 
the context of Indian Business schools is concerned. 
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Chapter Overview 
The chapter deals with a discussion of the need for research and the study objectives. It 
elaborates the research design and methodology. A discussion on research constructs 
and items, instrument development, reliability and validity issues, sampling procedure 
and data collection is presented. This is followed by research hypotheses considered for 
the study along with an illustration of the conceptual research model. The chapter 
concludes with a brief overview of the method of analysis adopted for the present study, 
3.1 Need for Research 
There were several reasons that prompted this research: 
.• An extensive literature review in the field of teacher turnover reveals that there 
are very few studies in the Indian context. Thus, it was felt that such a study 
would be both timely as well as pertinent. 
The researcher did not come across any Indian study that comprehensively 
investigates the issue of teachers' turnover in the context of B-schools. 
Moreover, it was found that very little is known as to. how far the teachers are 
satisfied and committed to their jobs. Thus, a need was felt to further investigate 
these issues. 
C* The researcher did not come across any Indian study that investigates both 
turnover and retention in the case of teachers in one study. Thus, a need was felt 
to take up both the issues for investigation in one study. 
+ Longitudinal design of study enables more rigorous tests of causality among the 
study variables. Therefore, relationships between the study variables and actual 
turnover are investigated using longitudinal design of study which has not been 
commonly adopted in the Indian context. 
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r Though, a number of studies in the past have been conducted on job satisfaction, 
organizational commitment and intention to stay, considering them as predictors 
of employee turnover, not many studies have examined their roles in the 
turnover process, acting as mediating variables. Therefore, the present study 
attempts to investigate the role of these factors, as mediating variables, in the 
relationship between retention factors and actual turnover. 
3.2 Research Objectives 
The objectives of the study can be classified into a broad objective and several sub-
objectives. 
3.2.1 Broad objective 
The broad objective of the study is: 
To investigate the impact of retention factors on teachers' job satisfaction, 
organizational commitment, intention to stay and actual turnover as also to 
assess differences on the above study variables vis-a-vis socio-demographic 
characteristics. 
3.2.2 Sub-objectives 
The broad objective can be broken down into two categories of sub-objectives. 
Category I: Investigating the impact of retention factors on teachers' turnover 
v To investigate the impact of pay satisfaction (PS), as a retention factor, on 
teachers' job satisfaction (TS), organizational commitment (OC), intention to 
stay (IS) and actual turnover (AT). 
To investigate the impact of satisfaction with promotion opportunities (PR), as a 
retention factor, on teachers' job satisfaction, organizational commitment, 
intention to stay and actual turnover. 
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ti• To investigate the impact of satisfaction with supervision (SU), as a retention 
factor, on teachers' job satisfaction, organizational commitment, intention to 
stay and actual turnover. 
-e To investigate the impact of satisfaction with work-schedule flexibility (WSF), 
as a retention factor, on teachers' job satisfaction, organizational commitment, 
intention to stay and actual turnover. 
To investigate the impact of retention factors (PS, PR, SU & WSF) on actual 
turnover through teachers' job satisfaction, organizational commitment and 
intention to stay acting as mediating variables. 
Category II: To assess differences on various study variables vis-a-vis soclo-
demugraphic characteristics of teachers. 
•:• To assess differences on the study variables (viz. PS, PR, SU, WSF, TS, OC & 
IS) on the basis of gender. 
2• To assess differences on the study variables (viz. PS, PIt, SU, WSF, TS, OC & 
IS) on the basis of marital status. 
Z• To assess differences on the study variables (viz. PS, PR, SU, WSF, TS, OC & 
IS) on the basis of experience. 
3.3 Research Design 
A research design is a framework or blueprint for conducting research. It details the 
procedures necessary for obtaining the information needed to structure or solve research 
problems. Studies aimed at quantifying relationships are of two types: descriptive and 
experimental. In a descriptive study, no attempt is made to change behavior or 
conditions--things are measured as they are. While in an experimental study 
measurements are taken followed by some sort of intervention, then measurements are 
taken again to observe the effect of that manipulation (Maihotra & Dash, 2010). 
The present study is conclusive, descriptive and based on a longitudinal design. A study 
is said to have a longitudinal design if two or more measures or observations are made 
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at different times of the same individuals or entities (Malhotra, 2010). Two more 
qualifications were added to this definition by White and Arzi (2005). Firstly, the time 
between the first and last measurement should be considerable and appropriate from 
research point of view and secondly the measures and the observations must be of the 
same nature, so that they can reveal whether change has or has not occurred. Data for 
the present study was collected in two phases, i.e. at two points in time with a interval 
of one year in between. Information on actual turnover of respondents was derived from 
the second phase of data collection, whereas data collected, during first phase, provided 
information on other study variables. The relationship of job satisfaction, organizational 
commitment and withdrawal cognitions to actual turnover have been analyzed earlier 
too using a longitudinal design (e.g, Cotton & Tuttle 1986; Griffeth et a(., 2000; Tett & 
Meyer, 1993). Taking actual turnover as the dependent variable has important 
implications for organizations. Exhibit 3.1 provides the classification of research 
design. 
Exploratory 
Research 
Design 
Conclusive Research: Information needed is clearly defred and the researeb process is formal and structured. 
Sample is representative and data analysis is quantitative. 
Descriptive Research: It describes the relation between independent and dependent variable. It has a structured 
research design conducted normally through surveys. 
Longitudinal design: Two or more measures or observations are made at different times of the same individuals or 
entities 
Note: The shaded boxes suggest the design followed for the present research. 
Source: Adapted from Ma!lwtra, N.K. and Ddsh, S. (2071), Marketing RaronrcL: An Applied Orientation. New 
Del,!: Pearson Education. 
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3.4 Research Constructs and Measures 
Research constructs and items related to both dependent and independent variables were 
identified. Ill addition, mediating and moderating variables were also included in the 
research model. 
3.4.1 Independent Variables: Retention Factors 
Retention factors viz, pay satisfaction (PS), satisfaction with promotion opportunities 
(PR), satisfaction with supervision (SU) and satisfaction with work-schedule flexibility 
(WSF) were considered as independent variables for the present study. These factors, 
jointly with some other factors, were considered as retention factors earlier by Moratis 
et al. (2005), in their study on teachers' retention, and Hausknecht et at (2008). Others 
too have examined the role of pay satisfaction (e.g. Carraher, 2011; Preyra & Pink, 
2001), satisfaction with promotion opportunities (e.g. Marx, 1995; Taylor et al., 1997), 
satisfaction with supervision (e.g. Cicero-Reese & Black, 1998; Ellett & Millar, 2001) 
and satisfaction with work-schedule flexibility (e.g. Denton, 1992) in employee 
retention process. On the other hand, previous researches suggest that these factors also 
affects employee turnover (e.g. Creamer & Winston, 2002; DeConinck & Stilwell, 
2004; Fatjoun & Saporta, 2003; Seandura & Lankau, 1997). 
Pay Satisfaction: In a number of turnover studies, pay satisfaction is proposed as a 
major factor affecting employees' turnover intention, and this has been subsequently 
tested to directly affect turnover (DeConinck & Stilwell, 2004; Roberts & Chonko, 
1997; Tekleab et al., 2005) and to indirectly affect turnover intention via organizational 
commitment (DeConinck & Stilwell, 2004). The important relationships among job 
satisfaction, pay satisfaction, organizational commitment and turnover intention have 
been well established in studies by Brown and Peterson (1993) as well as Roberts and 
Chonko (1997). Mobley et at (1979) concluded that results from studies on the role of 
pay in turnover were mixed. Griffeth et at (2000) noted pay and pay-related variables 
have a modest effect on turnover. Their analysis also included studies that examined the 
relationship between pay, performance and turnover. They concluded that when high 
performers are insufficiently rewarded, they leave, They cite findings from Milkovich 
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and Newman (1999) that where collective reward programs replace individual 
incentives, their introduction may lead to higher turnover among high performers. On 
the other hand, Campion (1991) suggests that the most important reason for voluntary 
turnover is wages/career opportunity. Martin (2003) investigates the determinants of 
labor turnover using establishment-level survey data for the UK. He indicated that there 
is an inverse relationship between relative wages and turnover (i.e. establishments with 
higher relative pay had lower turnover). 
Satisfaction with Promotion Opportunities: A number of empirical studies suggest a 
negative relationship between promotion and turnover (Carson et at., 1994; Saporta & 
Fajourn, 2003). In the field of psychology, promotion opportunities have been found to 
reduce turnover rates (Cotton & Tuttle, 1986). Major theoretical reviews of the 
withdrawal literature characterize the promotion-turnover relationship as consistently 
negative (Porter & Steers, 1973), moderately negative (Cotton & Tuttle, 1986; Mobley, 
1982), weakly negative (Price; 1977), and inconclusive (Mobley et al., 1979). Carson et 
al (1994) use a meta-analysis on numerous such studies and show that actual promotion 
rather than promotion satisfaction or promotion opportunities reduces turnover. 
Similarly, Saporta and Fajouvt (2003) used longitudinal data on a single firm and found 
a similar result. They found that the number of promotions reduced turnover rates for 
both professional and managerial workers. Similarly, non-promoted employees, when 
compared with their promoted cohorts, seem less attached to their co-workers, identify 
less with organizational goals, maintain a less positive image of the organization, have 
stronger intentions to quit, and actually withdraw from organizations more frequently 
(Goldner, 1970). Promotions, therefore, appear to occupy a central role in the turnover 
process (Price & Mueller, 1986). 
Satisfaction with Supervision: Staff supervision is one of the most complex activities 
for which organizational leaders are responsible, and certain skills and knowledge about 
staff development are required for effective supervision. Winston and Creamer (1997) 
defined supervision in higher education as a management function intended to promote 
the achievement of institutional goals and enhance the personal and professional 
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capabilities of staff. Supervision interprets the institutional mission and focuses human 
and fiscal resources on the promotion of individual and organizational competence. 
Creamer and Winston (2002) stated that one of the principal factors for attrition is the 
quality of supervision received in the first one or two jobs. New professionals encounter 
a host of issues with entry into the profession (Ellis, 2002; Hamrick & Hemphill, 2002; 
Marsh, 2001) and need orientation and socialization both to their field of work and to 
their employing institution (Amey, 2002; Katz & Tushman, 1983). An effective model 
of supervision that provides the necessary orientation and socialization is one way to 
reduce the attrition of new professionals. The success or failure of new professionals 
has been attributed to the social support that is received within the organization (Amey, 
2002; Katz & Tushman, 1983; Scher & Barr, 1979). The inability of supervisors to 
provide the necessary support and reassurance to new professionals through the 
orientation and socialization processes can hamper the development of new 
professionals (Rosen et al., 1980). New professionals' intentions to turnover have been 
attributed to their level of job satisfaction (Bender, 1980; Menke & Mathieu, 1990;. 
Lorden, 1998) and job satisfaction has been linked to quality of supervision received 
(Amey, 2002; Arminio & Creamer, 2001; Schneider, 2002). Cotton and Tuttle (1986) 
found that satisfaction with supervision was highly inversely related to turnover. 
Satisfaction with Work-Schedule Flexibility: An emerging definition of work 
flexibility (Kossek & Van Dyne, 2008) further subdivides this concept into duration, 
timing, and place flexibility. intention to quit is a commonly studied job related 
outcome in the work—schedule conflict literature (Anderson el al., 2002; Shaffer et at, 
2000). Hill et al, (2001) found support for the positive impact of structuraL changes and 
increased flexibility. In their study, individuals who perceived more timing flexibility.-
than their counterparts, given the same workload, were able to work longer hours. 
Similarly, women who perceived more flexibility within their organization reported 
higher levels of organizational commitment and job satisfaction (Scandura & Lankau, 
1997). Aryee et at (1998) found a significant positive correlation between satisfaction 
with work flexibility and organizational commitment and intentions to stay. Employee 
perceptions regarding the family supportiveness of their organization, in terms of work- 
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schedule, are related to intentions to leave the organization (Allen, 2001; Anderson et 
al., 2002; Thompson et al., 1999). Pleck et at (1980) reported that when work-schedule 
conflict existed, the working women experience less job satisfaction. De Camfel and 
Schaan (1990) showed that implementation of alternative work schedules reduced 
absenteeism and overtime, while increasing employee satisfaction and productivity. A 
meta-analysis on alternative work schedules showed decreased positive effects over 
time associated with flextime as it related to absenteeism, productivity, and job 
satisfaction (Baltes et al, 1999). Formal work-schedules friendly policies and benefit 
availability can reduce work—family conflict and enhance employee job outcomes 
(Anderson et at, 2002; Behson, 2005). Many researchers have studied the relationship 
between perceived organizational support and werk-life quality of workers and have 
found it to have a positive impact on organizational commitment, employee 
performance as well as job satisfaction (Rhoades & Bisenberger, 2002; Dixon & Sagas, 
2007). Employees who perceive their organization to be more work—schedule flexible 
report greater job satisfaction (Anderson et at, 2002; Thomas Sc Ganster, 1995), 
3.4.2 Mediating Variables 
Job satisfaction, organizational commitment and intention to stay were considered as 
mediating variables for the study. 
Job Satisfaction: Job satisfaction is defined as how people feel about their jobs and 
different aspects of their jobs (Spector, 1997). An employee who becomes aware of 
his/her intention to quit might attribute that to low satisfaction. Job satisfaction is an 
important determinant of absenteeism and turnover intention (Koh & Boo, 2004; Lee & 
Liu, 2007). Many studies conducted in different settings found a significant negative 
correlation between the facets of job satisfaction and turnover intention. Rahman et at 
(2008) found that job satisfaction had negative effect on turnover intentions. Khatri and 
Fern (2001) concluded that there was a modest relationship between job satisfaction and 
turnover intentions. Sarminah (2006) found a moderate relationship between job 
satisfaction and turnover intentions. Korunka et al. (2005) also found a significant 
negative association between job satisfaction and turnover intentions. According to 
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Brough and Frame (2004), job satisfaction is a strong predictor of turnover intentions. 
Lam and Zhang (2003), Carmeli and Freund (2004) suggested that job satisfaction is 
associated with organizational commitment. Research into job satisfaction, commitment 
and intention to quit has been found across a range of industries. For example, Lam et 
al. (2001) in their study found that managers with lower satisfaction levels tended to 
have a higher intention to leave their job. The relationship between job satisfaction and 
turnover has been consistently found in many turnover studies e.g. Amah (2009), 
Dalessio et al, (1986), Goldman et al. (2008), Lum at al. (1998), Wright and Bonnet 
(1997). Mobley et al. (1979) also indicated that overall job satisfaction is negatively 
linked to turnover. 
Organizational Commitment: Many studies have reported a significant association 
between organizational commitment and turnover intentions (e.g. Bluedorn, 1982; 
Goldman et al., 2008; Jamal, 1990; Lum et aL, 1998; Mosadeghrad et al, 2008; Pare & 
Tremblay, 2007; Wright & Bonnet, 1997). Tang et al.'s (2004) study confirmed the link 
between commitment and actual turnover and Grifleth el al.'s (2000) analysis showed 
that organizational commitment was a better predictor of turnover than overall job 
satisfaction. Allen and Meyer (1990) stated that employees who are strongly committed 
are those who are least likely to leave the organization. Elangovan (2000) in his study 
added that commitment had a very strong negative effect on turnover intentions. In 
other words, the lower the employee commitment, the higher the propensity for the 
employee to leave. If the employee does not feel satisfied with the job, s/he will blame 
the organization and thus possess a lower commitment to the job (Ahuja et al., 2001). 
Job satisfaction has a significant association with several variables such as work 
performance and organizational commitment (Tony & Cathy, 1995). Some researchers 
have established a relationship between satisfaction, organizational commitment and 
turnover (e.g. Bluedorn; 1982 and Mosadeghrad et al.; 2008). Lum et al's (1998) study 
suggested that organizational commitment has the strongest and most direct impact on 
the intention to quit whereas job satisfaction has only an indirect influence. Mueller and 
Price (1990) suggested that satisfaction indirectly influences turnover in that it 
influences commitment and hence turnover intention. 
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Intention to Stay: Turnover intention has been interpreted in two ways in the literature. 
Intention to stay is simply the converse of the turnover (quit) intention (Kim cr al., 
1996). Several studies have revealed that intention (stay or leave) was clearly the most 
important determinant of turnover (Igharia & Greenhaus, 1992; Tett & Meyer, 1993). 
Intention to stay mirrors the employee's level of commitment to his organization and 
the willingness to remain employed (Hewitt, 2004). It refers to as the propensity to 
leave, intent to quit, intent to stay, behavioral commitment and attachment (Halaby, 
1986; Mueller et al., 1999). 
Fishbein and Ajzen (1975) proposed that behavior intentions constitute the most 
immediate determinant of actual behavior. Supporting this argument, Steel and Ovalle 
(1984) suggested that intention to stay or leave and the actual action are related. 
According to Carsten and Spector (1987), Iverson (1996) and Steel and Ovalle (1984) 
intention to stay had a strong negative relationship with turnover. Dalessio et at (1986) 
have emphasized that more concern should be given on intention to stay rather than 
turnover, as whenever an employee exits, an organization has to incur the cost of 
recruiting and maintaining another employee. According to Black and Stevens (1989), 
Mobley (1982) and Steers and Mowday (1981) intention to stay is significantly 
negatively correlated with turnover. 
Since intention to stay is referred to as employees' willingness to stay with an 
organization (Tett & Meyer, 1993), it consistently demonstrates a stronger relationship 
with turnover than did other turnover precursors (Igharia & Greenhaus, 1992; Tett & 
Meyer, 1993). The intention to stay or leave is a better predictor of actual actions than 
some affective variables such as job and career satisfaction. Liu (2000) suggested that 
intention to stay is the positive aspect comparing to the intention to leave. He also 
suggested that intention to stay is what makes employees be willing to work in the 
organization. The behavior of staying in the job is affected by intention to stay, and the 
intention to stay or leave is a good predictor of actual actions. Dalessio et at (1986) 
have emphasized that more concern should be given on intention to stay rather than 
turnover, as whenever an employee exits, an organization has to incur the cost of 
recruiting and maintaining another employee. 
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3.4.3 Dependent Variable 
Actual turnover was the dependent variable for the present study. Turnover, unlike 
turnover Intentions, is not a self-reported variable and the use of this variable reduces 
same-source bias, 
Actual Turnover. Previous literature has found that higher salary is associated with 
lower teacher attrition, though its effect is small and varies within subpopulations by 
age, gender, and education level (Brewer, 1996; Harris & Adams, 2004; Stinebrickner, 
1998). However, over time there have been a number of factors that appear to be 
consistently linked to turnover. An early review of studies on turnover by Mobley et al. 
(1979) revealed that age, tenure, overall satisfaction, job content, intentions to remain 
on the job, and commitment were all negatively related to turnover (i.e. the higher the 
variable, the lower the turnover). In 1995, a meta-analysis of some 800 turnover studies 
was conducted by Horn and Gtiffeth, which was recently updated (Griffeth et al., 2000). 
Their analysis confirmed some well-established findings on the causes of turnover. 
These include: job satisfaction, organizational commitment, comparison of alternatives 
and intention to quit. Chaika (2002) highlights organizational factors as the main 
sources of teacher turnover and categorized them under commitment to the 
organization, long-term prospects, and job satisfaction. 
Table 3.1 lists down all the study variables and their indicative items considered for the 
present study. 
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Table 3.1: Study Variables and Indicative Items 
STZiDY INDICATIVE ITEMS IALES {'ARB 
fP as1'";" 4ndgendLSVanibI# .`.."_..,  
• Fair amount is paid for the work done. Pay satisfuci7au • Rise in pay and increments are frequent, 
(PS) • Consistency in pay policy. 
Satisfaction with • Ample scope for promotion. promotion • Consistency in promotion policy. opportunities 
(PR) 
• Satisfactory criteria are set for promotion. 
• Personal competencies are well taken care of. Satisfaction with 
supervision  (SC) Supervist 	is competent and effective. • Fair treatmeent. 
Satisfaction with • Flexibility in work-schedule. 
work-schedule • Family needs accommodated in work-schedules. 
flexibility (WSF) . Satisfaction with work-schedules. 
eduting,Variti67 6 !%  
Job satisfaction • Satisfaction with being a teacher. 
(TS) • Being a teacher is close to the ideal self. 
Organizational • Willingness to work harder to help the institute succeed. 
comrnitmen: • Loyalty to the institute. 
(CC) • Similarity in values. 
Intention to stay • Intention to stay with the B-school. 
(IS) • Not thinking of leaving/quitting. 
..,,O 	 rmem Uanabt, 	 x ~ 	'""y,d,, e, 	y ttr;... • 
Actual turnover • Actual turnover stams, i.e. quit/stay. (AT) 
3.4.4 Moderating Variables: Socio-Demographic Characteristics 
According to Baron and Kenny, a moderator is defined as "a qualitative (e.g., gender, 
race, class) or quantitative (e.g. experience, level of reward) variable that affects the 
direction andlor strength of the relation between an independent or predictor variable 
and a dependent or criterion variable" (Baron & Kenny, 1986; p. 1174). Gender, 
marital status and experience were considered as the moderating variables in the study. 
88 
Gender: Findings of the studies on the relationship between gender and turnover are 
mixed (Khatri et al, 2001). Weisberg and Krischcnbaum (1993) as well as Cotton and 
Tuttle (1986) found females were more likely to leave companies than males. Similarly, 
Brough and Frame (2004) stated that female employees generally have higher turnover 
levels than males. Arnold and Feldman (1982) suggested that a female is more likely to 
leave the organization because they have more sporadic work histories, lower tenure 
and lower pay. On the other hand, Miller and Wheeler (1992) reported no relationship 
between gender and turnover. In the hotel industry scenario Carbery etal. (2003), stated 
male employees tend to be dominant because they play an important role when 
compared to females as providers for the family, which in turn is reflected in a low 
intention to leave. However, Khatri et al. (2001) used the same argument to state that 
males are more likely to quit than females because the traditional belief that males are 
the breadwinner for the family still persists. Khalid et at (2009) in their study of 
organizational citizenship behavior and turnover intention in Malaysia found that 
female employees moderated better the relationship between behavior and turnover 
intention than males. 
Marital status: Marital status also plays an important role in predicting an employee's 
intention to leave a job and actual turnover. However, there is inconsistent evidence on 
the influence of marital status in explaining turnover intention. In a study of turnover 
decision and gender status, Mano-Negrin and Kirschenbaum (2000) highlighted that the 
decision about staying or leaving in one organization is interdependent on the spousal 
conditions of employment. They further explained that the decision to leave a post not 
only involves employees' families or economic status but can also be dependent on 
employee work-related factors. Horn and Griffeth (1995) stated managers who are 
married showed a lower intention to leave a job compared to an unmarried manager. 
The primary reason for this is that being married usually increases manager's financial 
requirements, thereby serving as a situational constraint. The other reason was due to 
location considerations. In general, a married employee chooses to remain in the same 
company rather than move to a different location because they do not want to force their 
spouse to move. On the other hand, inter-role conflict between work and family may 
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influence turnover intention (Horn & Kinicki, 2001). Married employees have to 
balance work and family commitments with family and a lack of time and energy to 
participate in family activities may also encourage an employee to leave his/her job. 
Mellor et at. (2001), suggest that married teachers perceive higher monetary costs 
associated with leaving this profession. While they do not dare to leave this profession 
because of their familial responsibilities, they do not want to venture their accumulated 
investments in their schools, As was indicated by Fuller et al. (2003), Haar and Spell 
(2009), Shore and Wayne (1993), in order to strengthen married people's weak affective 
and normative bonds to their profession, they may be treated in a supportive manner 
(family supporting treatments etc.) that makes them feel valued. 
Experience: Ichatri et a7. (2001) state that length of employment also plays an 
important role in shaping employee attitude towards leaving their present job. Some 
employees prefer to stay in one company because they want to keep the benefits 
offered. in the event of the long serving employee leaving, he or she would often not get 
the full benefits and welfare payments provided by the company. In most cases, the 
longer an employee works in one company, the longer will the employee tend to stay 
and in turn this minimizes any intention to leave a job. Long stay employees become 
locked into benefits, financially and with reference to status, while additionally such 
long service also indicates possible commitment to the industry (Khatri et al., 2001). In 
other cases, Griffeth et at. (2000) found employee tenure was negatively related to 
suggesting that an employee who stayed longer in one organization were less likely to 
quit. Allen and Meyer's (1993) show that as tenure increases, employees feel 
themselves to be bound to continue with the organization. They attempt to justify their 
actions, retrospectively, by developing emotional attachment to their organizations 
(Meyer & Allen, 1997). Also, as age and tenure increases, employees' perceptions on 
the cost of leaving increases, leading them to develop continuance commitment 
(Abdulla & Shaw, 1999; Allen & Meyer, 1993). 
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3.5 Research Instrument 
The research instrument was developed in four phases. Exhibit 3.2 illustrates the four 
phases of research instrument development. 
Exhibit 3.2 Phases of Research Instrument Development 
• Identification of measures/ constructs from literature 
• 	Development of questionnaire items 
Modification in draft questionnaire on the basis of inputs 
from researchers in the area 
• 	Pilot testing and finalization of questionnaire items 
Phase 1: Identification of Measures/ Constructs from Literature 
The study is based on testing the relationship between retention factors, job satisfaction, 
organizational commitment, intention to stay and actual turnover which were 
considered as the research measures/constructs. Moratis et at (2005) and Hausknccht et 
all (2008) have studied turnover in the light of the various retention factors. To study 
the relationship between retention factors and actual turnover, organizational 
commitment (e.g. Bluedorn, 1982; Goldman et al., 2008; Griffeth et a!,, 2000; 7sma1, 
1990; Lum et al., 1998; Mosadeghrad et al., 2008; Par€ & Tremblay, 2007; Shibu, 
2011; Wright & Bonnet, 1997), job satisfaction (e.g. Amah,2009; Khatri & Fern, 2001; 
Koh & Boo, 2004; Korunka at al., 2005; Lee & Liu, 2007; Shibu, 2011; Rahman et al., 
2008; Sarminah, 2006) and intention to stay (e.g. Hewitt, 2004; Igharia & Greenhaus, 
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1992; Mobley ,1982; Steers & Mowday ,1981; Tea & Meyer, 1993) were identified as 
crucial mediating factors. 
Phase 2: Development of questionnaire items 
In order to identify questionnaire items based on the research constructs, a list of twelve 
retention factors was compiled. The list contained factors that were identified, among 
others, as top retention factors by Hausknecht et at (2008) and Moratis et al. (2005) in 
their respective studies on employee retention. Similar factors have been identified as 
'retention factors' in the literature by others as well (e.g. Creamer & Winston, 2002; 
DeConinck & Stilwell, 2004; Saporta & Fajourn, 2003; Scandura & Lankau, 1997). 
Thereafter, fifteen teachers from B-schools in the city of Aligarh (where the researcher 
was located) were identified at this stage and were surveyed. They were asked to rank 
the factors, as per their opinion, in order of their importance from the above-mentioned 
list of retention factors. Based on the results, four top ranked factors viz, pay 
satisfaction, satisfaction with promotion opportunities, satisfaction with supervision & 
satisfaction with work-schedule flexibility were included as retention factors in the 
study. Indicative items for job satisfaction, organizational commitment, intention to stay 
and actual turnover were derived from an extensive literature review. 
Phase 3: Modification in draft questionnaire on the basis of inputs from 
researchers in the area. 
Once the research variables and their respective items were identified, researchers from 
the related area were consulted for feedback and suggestions. Content and face validity 
of the research instrument was also determined during this phase. 
An instrument has content validity if its items representatively sample the domain of the 
concept it is intended to measure i.e. the items sufficiently span the scope of the 
construct. Inadequate content validity indicates that the items in an instrument do not 
properly measure the construct. Since there is no formal statistical test for content 
validity, researcher judgment and insight must be applied (Garver & Mentzer, 1999). If 
items corresponding to various constructs of an instrument are derived from 
comprehensive analysis of relevant literature and discussed with experts, content 
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validity can be ensured (Bohmstedt, 1983; Shin et al., 2000). Where face validity 
relates to whether a test appears to be a good measure or not, content validity depends 
on a theoretical basis for assuming if a scale is assessing all domains of a certain 
criterion. 
Face validity is closely related to content validity. This judgment is made on the 'face' 
of the test. A scale is said to have face validity if it 'looks like' it is going to measure 
what it is supposed to measure (Ahmad & Schroeder, 2003). On the basis of an 
extensive literature review and the initial survey (discussed above), a preliminary draft 
questionnaire was prepared. Face validity of the questionnaire was insured by having 
two different researchers suggest items for the questionnaire, a method suggested by 
Ahmad and Schroeder (2003). The same were then broadly compared with the items in 
the draft questionnaire and some minor modifications were made. Thereafter, two other 
researchers in the area were then asked to review the questionnaire items and guess 
what the questionnaire was intended to measure in order to ensure that the questionnaire 
appeared reasonable and acceptable. Minor modifications were made in the draft 
questionnaire during this stage. 
Phase 4: Pilot testing and finalization of questionnaire items 
According to Bourque and Fielder (1995), all questionnaires should be pre-tested or 
pilot tested. Pilot studies collect data to serve as a guide for the larger study and 
rigorous standards as to sample size and representative mixture do not apply 
(Zikmund, 2000). The purpose of the pre-test is to check whether the ideas in each 
question are clear to respondents. The pilot study should be piloted with a reasonable 
sample of respondents who come from the target population and a pilot study of 30 
respondents is common (Cavana et al., 2001). 
The questionnaire was administered on B-School teachers who were asked not only to 
give their responses but also provide their comments on the instrument and its items. 
The respondents were asked to critique the questionnaire in general, and the items, in 
particular. In all, thirty teachers from B-schools in the city of Aligarh (where the 
researcher was located) were targeted at this stage. After the pilot testing, some of the 
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items were refined, re-worded or changed to be more representative of the intended 
constructs thus enhancing its content validity. 
The final research instrument contained the following measures: 
Retention Factors; Following four factors (PS, PR, SU & WSF) were identified as 
retention factors for the present study. 
-e Pay Satisfaction (PS): Pay satisfaction was measured with an adapted version 
of a 6-item scale developed by Spector (1994). Some of the questions in the 
original scale were reworded to fit in the requirements of the present study. A 
sample item is "I am satisfied with what my institute pays me". 
Satisfaction with Promotion Opportunities (PR): Satisfaction with promotion 
opportunities was measured with an adapted version of a 6-item scale developed 
by Spector (1994), Some of the questions in the original scale were reworded to 
fit in the requirements of the present study. A sample item is "I am satisfied with 
my chances ofpromotion". 
+ Satisfaction with Supervision (S(1: Satisfaction with supervision was measured 
with an adapted version of a 7-item scale developed by Spector (1994). Some of 
the questions in the original scale were reworded to fit in the requirements of the 
present study. A sample item is "I am satisfied with the quality of supervision". 
+ Satisfaction with Work-Schedule FlaSBilily (WSF): Satisfaction with Work-
schedule flexibility is measured with a 6-item scale developed by Rothausen 
(1994). It measures the extent to which an employee feels he or she has 
flexibility in scheduling work, in doing part-time or flexible work, and in 
balancing family and work related responsibilities. A sample item is "I am 
satisfied with my work schedule". 
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Job Satisfaction: Job satisfaction was measured with a 5-item scale developed by He 
and An (2006). A sample item is "I am satisfied with being a teacher". 
Organizational Commitment: Organizational Commitment was measured with an 
adapted version of a 6-item scale. The items were derived from Lincoln and 
Kallerberg's (1990) study on work commitment. A 'sample item is "I feel loyal to this 
institute". 
Intention to Stay: According to Mobley et at (1979), there are four cognitive parts of 
turnover intent; (a) thinking of quitting; (b) planning to stay or leave; (c) searching for 
alternative employment; and (d) a desire to leave current job. In this study, each was 
measured using a 5-item scale adapted from Bluedorn (1982). The original scale 
consisted of only four items but one more item was added and the items were reworded 
to fit in the requirements of the present study. A sample item is "I am not thinking of 
leaving this institute". 
The variable actual turnover was assessed through organization records and thus, was 
not part of the research instrument. In voluntary turnover, an employee leaves the 
organization of his own free choice (Morrell et al., 2001). 
The research instrument utilized a 5-point Likert scale anchored with end points labeled 
as Strongly Agree (5) and Strongly Disagree (1). Five-point scale has been commonly 
used by other researchers too in the area (e.g. Ali, 2007; Budhwar & Sparrow, 1997; 
Carmeli, 2004; Jabnoun & Fook, 2001; Karakus & Aslan, 2008; Koustelios, 2001). 
Several authors have noted that ambiguous question wording can create confusion or 
even shift the meaning of the system component being assessed (Huselid & Becker, 
2000). Researchers should design questionnaire items that capture the specific 
substantive focus of the component being assessed (Arthur & Boyles, 2007). Hence, 
efforts were made to keep the items as simple, specific and objective as possible. 
(Please see Appendix I for questionnaire). 
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3.6 Reliability and Validity 
The use of reliability and validity are common in quantitative research (Golafshani, 
2003). They are the two most important and fundamental characteristics of any 
measurement procedure. While highlighting the importance of reliability tests, Crocker 
and Algina (1986) noted, "Test developers have a responsibility of demonstrating the 
reliability of scores from their tests" (p. 106). Similarly, Joppo (2000) explained the 
relevance of validity in quantitative research. In his words, "...validity determines 
whether the research truly measures that which it was intended to measure or how 
truthful the research results are In other words, does the research instrument allow you 
to hit "the bull's eye" of your research object?" (p. 1) 
3.6.1 Reliability 
Reliability refers to the degree of dependability, stability and internal consistency of a 
scale. Conceptually, reliability is defined as the degree to which measures are free from 
random error and therefore yield consistent results. It refers to the degree of 
dependability and internal consistency of a scale (Gatewood & Field, 1990). Two types 
of reliability were calculated in this study: (1) Indicator reliability (2) Scale reliability. 
However, it is to be noted that unidimensionality is a necessary condition for reliability 
analysis and construct validation (Anderson & (3erbing, 1991). Hence, in the present 
study, reliability was assessed only after scale unidimensionality was established. This 
is discussed at length in the chapter on analysis (Chapter 4). 
3.6.2 Validity 
It is noteworthy that high reliability coefficients do not necessarily assume the 
questionnaires are precisely measuring true behavior patterns. That is, the subject is 
giving consistent, but not necessarily accurate, responses at the two points in time 
(Baranowski, 1988). Therefore, the validity of self-reported questionnaires most be 
investigated. Validity of a scale may be defined as the extent to which differences in 
observed scale scores reflect true differences among objects of the characteristic being 
measured (Malhotra, 2010). A scale has validity if it is measuring the concept that it 
was intended to measure (Bagozzi, 1981). There are three forms of validity that can be 
related to self-reported questionnaires: content, construct and criterion (Morrow, 2002; 
Sallis & Saelens, 2000). 
e Content validity is a subjective but systematic evaluation of how well the 
content of a scale represents the measurement task at hand Face validity is 
considered as another form of content validity and it relates to whether a test 
appears to be a good measure or not. 
C. Construct validity addresses the question of what construct or characteristic the 
scale is measuring. Construct validity is of four types: 
• Convergent validity is the extent to which the scale correlates positively 
with other measures of the same construct. 
• Discriminant validity is the extent to which a measure differs from 
other constructs from which it is supposed to differ. 
• Nomological validity is the extent to which the scale correlates in 
• theoretically predicted ways with measures of different but related 
constructs. 
❖ Criterion validity reflects whether a scale performs as expected in relation to 
other variables selected (Criterion variables) as meaningful criteria. 
The first step in establishing construct validity is to address the issue of construct 
meaning and definition (Wall & Wood, 2005; Wright or al., 2005). The scales must first 
be tested for content validity before any scale refinement or validation is undertaken 
(Ahire et aL, 1996; Anderson& Gerbing, 1988). 
While face and content validity are established at the time of questionnaire development 
(as discussed in Section 3.5), the remaining types of validity need to be tested from a 
statistical perspective (Garver & Mentzer, 1999) and are discussed in the chapter on 
analysis. 
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3.7 Sampling Procedure 
Exhibit 3.3 illustrates the sampling procedure adopted for the study. 
Exhibit 3.3 Samplins Procedure Adopted for the Study 
Defining the target 
population 
S 
Defining sampling 
unit 
S 
Determination of 
sample frame 
S 
Determination of 
sample element 
S 
Selection of 
sampling technique 
i 
Determination of 
sample size 
a 
Execution of the 
sampling process 
3.7.1 Target Population and Sampling Unit 
The target population for the study were teaching staff of B-schools' in India. There are 
six types of management education organizations all over the country (Knowledge 
Commission of India, 2005). Some of the B-Schools are set up by central government; 
some come under the affiliation of different universities whereas some are approved by 
B-school is an abbreviated form, which means a Business school. It is usually a 	university-level 
institution that confers degree in Business Administration. It teaches topics such as accounting, 
economics, organizational behavior, human resource management, strategy etc. Business school is a 
common term, often used by researchers, and is generally referred as an institute that provides 
management education (e.g. Carmel & Kletz, 2011; Lutz, 2011; Noorda, 2011; Sullivan, 2011; Teece, 
2011; Thomas & Connie.!, 2011; Thomas & Thomas, 2011). 
the All India Council for Technical Education (AICTE)Z, making it very difficult to 
cover all of them under one study. Considering also the fact that India has a very vast 
and varied geographical expanse, it was practically not feasible for the researcher to 
cover all the B-schools across the country. 
Due to the above cited constraints, it was deemed fit to conduct the study within the 
geographical limits of the state of Uttar Pradesh (U.P) and the National Capital Region 
(NCR)'. U.P. is the most populous state of India and is one of the largest in terms of 
geographical area covered (Census Report, 2001). It comes third in terms of total 
number of management institutes in India offering degree courses and first in terms of 
number of institutes offering post graduate diploma in management (www.aicte-
india.org). Also, with a combined output of around 30,000 management 
graduates/undergraduates every year, U.P. is a major feeder to the ever rising demand of 
management graduates in the corporate world. 
On the other hand, there has been a tremendous growth in the infrastructure and 
economy of NCR (Delhi-the Capital of India) region and it is now the home to major 
international and domestic companies, be it in the manufacturing or service sectors. 
MNCs and corporate bodies from all over the world are turning their heads towards 
NCR (Delhi) owing to manpower and skilled labor resource. The demand and number 
of B-schools offering degree courses in management education has risen sharply in this 
region and NCR (Delhi) is now rightly considered as another important and major 
contributor in providing management education in India. 
Though, NCR (Delhi) comprises a number of cities, the most prominent cities of the 
region that were considered for the study- keeping in mind the degree of 
2 Having vested with statutory powers, AICTE has a major role to play in planning, formulation and 
maintenance of norms and standards, accreditation, funding of priority areas, monitoring and evaluation 
of courses/programmes in the field of technical education to ensure coordinated and integrated 
development of technical education in the country 
3 NCR is the metropolitan area of Delhi (India's capital) which encompasses satellite cities like 
Faridabad, Curgaon, Ghaziabad and Noida. The origin of NCR is traced to the recommendation of first 
ever Masser Plan of Delhi, way back in the year 1962 
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economic/infrastructural growth and number of B-schools located in these areas- are 
Delhi, Gurgaon, Noida, Ghaziabad and Faridabad. These cities have been grouped 
under one class by the Government of India as well (www.gov.nic.in) Similarly, most 
of the management institutes/B-schools of U.P. are located in A, B-1 and B-2 classes of 
cities, considering which `C' class cities of U.P. were excluded from the study. Thus, B-
schools located in the above specified cities of U.P. and NCR (Delhi) were considered 
as sample units for the study. There are past studies as well on teachers' turnover that 
include samples from specific states or regions (Ali, 2007; Singer, 1993; Singh & 
Billingsley, 1996) or focused only on urban cities (Billingsley et al., 1995; Brownell at 
al., 1994-95; Gersten et al., 2001; Morvant at al, 1995); or only coral settings (Westling 
& Whitten, 1996). 
3.7.2 Sampling Frame 
Lists of B-Schools having AICTE accreditation in the state of U.P. and NCR (Delhi) 
were procured from the AICTE's website. Both the lists were then combined and 
alphabetically sorted. The combined list gave a total of 302 B-schools. This list was 
considered as the sampling frame for the study. Having vested with statutory powers, 
AICTE is a premier body involved in planning, formulation and maintenance of norms 
and standards, accreditation, funding of priority areas, monitoring and evaluation of 
courses/programmes in the field of management/technical education. In the absence of a 
suitable sampling frame that could provide a consolidated list of B-schools in U.P. and 
NCR (Delhi) region, the AICTE list of accredited management institutes/B-schools in 
the same region was deemed as the most authentic and reliable sample frame. 
3.7.3 Sampling Element 
The present study is based on examining the factors that leads to teacher turnover in 
Indian B-schools and how these factors shape their intentions to stay in their respective 
institutions. The sampling elements for the study were the teaching staff of B-schools 
identified through the above-mentioned sampling frame. Teachers have been used as 
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respondents in other employee turnover studies too (e.g. Billingsley & Cross, 1992; Boe 
et al., 1997; Gersten et al., 2001; Wbitaker, 2000) however, there is still a paucity of 
studies on the topic in the context of B-Schools' teachers in India. 
According to Sin etal. (1999), it is crucial to establish equivalence not only in research 
instrument, but also in sampling procedures and data collection in order to ensure 
comparability. When turning to sampling, at least two issues need to be considered: 
focus on the unit of analysis and sampling of the individual respondents from within 
each unit (Malhotra et al., 2010; Reynolds et at., 2003, 1993; Samiee & Jeoung,1994). 
Green and White (1976) claim that sampling equivalencies must be achieved by 
ensuring that respondents belong to almost similar social class and urban-coral 
residences across samples. Van de Vijver and Leung (1997) suggest a possible sampling 
method viz, matched sampling. It requires samples to be made similar on as many 
variables as possible, so that few cultural differences remain. Similarly, Hofstede (1991) 
renders that in matched samples, it must be ensured that they are functionally 
equivalent, that is, the sample drawn must be equivalent on socio-cultural background 
to ensure homogeneity. 
Since, in this study the unit of analysis were the B-schools affiliated with AICTE, in the 
region of Uttar Pradesh and NCR (Delhi) and the sampling elements were the teaching 
staff of these B-schools, the issue that respondents need to be "functionally equivalent" 
has been taken care of. Selecting teachers from one geographical region, especially in a 
culturally diverse country like India, justifies the condition of having `matched sample'. 
UP and NCR (Delhi) have socio-cultural and lingual similarities as they fall in the same 
geographic location of north India 
3.7.4 Sampling Technique and Sample Size 
In order to collect data from the teaching staff of B-Schools identified through the 
above mentioned sampling frame, systematic random sampling approach was adopted. 
Teachers were contacted personally by the researcher. Addresses of the B-Schools were 
obtained from AICTE's/B-Schools' websites. 
Systematic random sampling approach was adopted to select the B-Schools from the 
sample frame. Every 15" B-School was picked up from the list. Thus, in all, 20 
B-schools were targeted. There were primarily two reasons that led to adopting this 
approach. 
Firstly, it has been reported in other studies that postalle-mail surveys in India generate 
a very low response rate (Budhwar & Sparrow, 1997). Hence, it was decided to 
administer the questionnaire primarily through physical interaction with the 
respondents. Keeping in mind the fact that the study was conducted in U.P. and NCR 
(Delhi) which is itself very vast; geographical and logistics constraints warranted that 
the study be limited to only a select number of B-Schools. 
Secondly, every 15's B-School was selected on the premise that 20 colleges would be 
covered in all from the sample frame. On the basis of an initial survey of B-Schools' 
websites and other available literature, it was surmised that in all about 400 respondents 
could be targeted all together from about 20 B-Schools. This was found to be a feasible 
number, considering the fact that the researcher proposed to use SEM technique for data 
analysis. 
Although there is little consensus on the recommended sample size for SEM (Sivo et 
al., 2006), Garver and Mentzer (1999) and Hoelter (1983) proposed a 'critical' sample 
size of 200. In other words, as a rule of thumb, any number above 200 is understood to 
provide sufficient statistical power for data analysis. Boomsma (1983) suggests that 
sample sizes of 100 are strong lower bounds when considering maximum likelihood 
estimation and suggested samples of 200 or more. Gerbing and Anderson (1985), found 
the added benefit that with three or more indicators per factor, a sample size of 100 will 
usually be sufficient for convergence, and a sample size of 150 will usually be sufficient 
for a convergent and proper solution. Sample sizes of at least 300 are generally 
sufficient in most cases (Worthington & Whittaker, 2006). 
Considering the above provided justification and the number of items in the 
questionnaire i.e. 41, an initial targeted sample of approximately 400 respondents was 
deemed fit. Earlier researches have suggested that samples sizes less than 100 or with 
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fewer than 3:1 participant-to-item ratios are generally inadequate (e.g. Reise et at., 
2000; Thompson, 2004; Velicer & Fave, 1998). Gorsuch (2003) has proposed a 
minimum of 5:1 ratio of participants to items to be adequate for further analysis. Also, 
samples size may be adequate with at least 4:1 items per factor and factor loadings 
greater than 0.6 (Worthington & Whittaker, 2006). Further, Billingsley (2004), in his 
review of literature on teacher turnover studies, concluded that one third of the studies 
included small samples (fewer than 100 teachers). Thus, it can be safely said that a 
sample size of 400 was a feasible and sufficient number to target. 
3.8 Questionnaire Administration and Data Collection 
Since it was a longitudinal study, the data was collected in two phases. Data collection 
for both the stages spans around a time period of roughly one year. The rule for length 
of time between first and last measurement is arbitrary, but it is suggested that one year 
is an appropriate minimum (White & Arzi, 2005). Cohen (1999) said that "most 
researches use a short-term turnover approach by measuring turnover after one year" (p-
65). Allen et al. (2004) had also studied turnover after a time lapse of one year. 
In the first stage, data was collected from the sample elements primarily by contacting 
them personally. This methodology has been used by other researchers in the area too 
(Randhawa, 2007). Out of 20 B-schools initially targeted, only 17 B-schools agreed to 
participate while other three B-schools showed their disinterest in the survey. Thus, 402 
teachers were actually contacted from the 17 B-schools. B-Schools were personally 
visited by the researcher and the teachers were contacted while they were relatively free 
or in between breaks. To collect data from all those who couldn't be contacted, due to 
their absence or other practical constraints, questionnaires were sent to them through e-
mails. Their contacts details were taken from the official records of the B-school/ 
websites/peer group. In the second phase, data related to actual turnover was generated. 
The B-Schools' respective authorities were asked, telephonically/through c-mails, to 
provide the names of teachers who had left the institute during that time gap. The 
potential problems resulting from a failure to adequately distinguish between voluntary 
and involuntary turnover has been well documented in the past (e.g. Stumpf & Dawley, 
1981). To address this issue, we were able to confirm through independent 
conversations with both administrative personnel and the actual employees that each 
employee who quit his or her job did so voluntarily. This specificity is widely 
recommended although not often available in previous researches (Campion, 1991; 
Jackofsky, 1984). 
Since the data from both the stages of data collection is comparable and is of the nature 
that it is capable of revealing whether any change has occurred or not, it well suits one 
of the requirements for a study to be longitudinal (White & Arzi, 2005). It needs to be 
pointed out that the respondents agreed to participate with the understanding that at no 
stage their identities would be revealed to anyone, and this constraint was acceptable as
•the research objectives of the present study were to identify the causes of teacher 
turnover rather than the specific B-School policies. Respondents were asked to provide 
their name and contact details so that it could be identified later as to which respondent 
had left the organization and whether he left willingly or not as this was intended to be a 
longitudinal study on turnover. 
3.9 Research Hypotheses 
Two sots of research hypotheses were considered in light of the objectives: 
Category I: Investigating the impact of retention factors on job satisfaction, 
organizational commitment, Intention to stay and teachers' turnover. 
Pay satisfaction is proposed as a major factor affecting employees' turnover intention, 
and this has been subsequently tested to directly affect turnover (DeConinek & Stilwell, 
2004; Roberts & Chonko, 1997; Tekleab et al., 2005); and to indirectly affect turnover 
intention via organizational commitment (DeConinck & Stilwell, 2004). The important 
relationships among job satisfaction, pay satisfaction, organizational commitment and 
turnover intention have been well established in studies by Brown and Peterson (1993) 
as well as by Roberts and Chonko (1997). Satisfaction with promotion opportunities 
occupies a central role in the turnover process (Price & Mueller, 1986) and a number of 
104 
empirical studies suggest a negative relationship between turnover and promotion 
(Carson et at, 1994; Porter & Steers, 1973; Saporta & Fajoum, 2003). Employees' 
intentions to turnover have been attributed to their level of job satisfaction (Bender, 
1980; Klenke-Hamel & Mathieu, 1990; Lorden,1998), which has been linked to quality 
of supervision received (Amey, 2002; Amtinio & Creamer, 2001; Schneider, 2002). 
Significant positive correlation between satisfaction with work flexibility, 
organizational commitment and intentions to stay were established by Aryee et al. 
(1998) and Scandura and Lankau (1997). Job satisfaction has been associated with 
organizational commitment (Boles, et at, 2007; Brown & Peterson, 1993; Pool & Pool, 
2007) while Moland et at (2005) pointed out that there is a relationship between 
turnover and employees' job satisfaction. Some studies suggested that the job 
satisfaction can be better predicted variable toward turnover intention than 
organizational commitment (Falkenburg & Schyns, 2007; Sunmer & Niederman, 2003). 
A large number of researches support the idea that organizational commitment has 
strong association with turnover (Dunham et al., 1994; McFarlane et al., 1993; Newton 
et al., 2004; Somers, 1995). Lacity at at (2008) concluded in the study that organization 
commitment is one of the significant factor impacts on turnover intention. Steel and 
Ovalle (1984) suggested that intention to stay or leave and the actual action are related. 
According to Carsten and Spector (1987), Iverson (1996) and Steel and Ovalle (1984) 
intention to stay had a strong negative relationship with turnover. In light of the above, 
the following hypotheses were considered. 
Hpsi: Pay satisfaction has a direct, positive and significant impact on job satisfaction 
Hns2: Pay satisfaction has a direct, positive and significant impact on organizational 
commitment 
Hasa: Pay satisfaction has a direct, positive and significant impact on intention to stay 
Hrsr: Pay satisfaction has a negative impact on actual turnover 
Hrxr: Satisfaction with promotion opportunities has a direct, positive and significant 
impact on job satisfaction 
Haxa: Satisfaction with promotion opportunities has a direct, positive and significant 
impact on organizational commitment 
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HPR7: Satisfaction with promotion opportunities has a direct, positive and significant 
impact on intention to stay 
Hree: Satisfaction with promotion opportunities has a negative impact on actual 
turnover 
Hsuv: Satisfaction with supervision has a direct, positive and significant impact on job 
satisfaction 
Hsmo: Satisfaction with supervision has a direct, positive and significant impact on 
organizational commitment 
Hsuu: Satisfaction with supervision has a direct, positive and significant impact on 
intention to stay 
Hsurz: Satisfaction with supervision has a negative impact on actual turnover 
HwsFta: Satisfaction with work-schedule flexibility has a direct, positive and significant 
impact onjob satisfaction 
Hwyn : Satisfaction with work-schedule flexibility has a direct, positive and significant 
impact on organizational cotnmitment 
Hwsnrs: Satisfaction with work-schedule flexibility has a direct, positive and significant 
impact on intention to stay 
Hwsrie: Satisfaction with work-schedule flexibility has a negative impact on actual 
turnover 
Hrsrx Job satisfaction has a direct, positive and significant impact on organizational 
commitment 
Hrsis: Job satisfaction has a direct, positive and significant impact on intention to stay 
HTSty: Job satisfaction has a negative impact on actual turnover 
Hoczo: Organizational commitment has a direct, positive and significant impact on 
intention to stay 
Hocu: Organizational commitment has a negative impact on actual turnover 
H1n2: Intention to stay has a negative impact on actual turnover 
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Category II: To assess differences on various study variables vis-a-vis soeiu-
demographic characteristics of teachers. 
Gender has been taken as a demographic feature of respondents in earlier employee 
turnover studies as well (Arnold & Feldman, 1982; Brough & Frame, 2004; Carbery et 
al., 2003; Cotton & Tuttle, 1986; Khalid et al, 2009; Khatri et at., 2001; Mano-Negrin 
& Kirschenbaum 2000; Miller & Wheeler, 1992; Weisberg & Krischenbaum, 1993). 
Marital status has been associated with employee turnover by Horn & Griffeth (1995), 
whereas, relationship between employee turnover and experience of the employee had 
been established by Khatri et at (2001) and Griffeth etal. (2000). Thus, the following 
hypotheses were considered. 
Gender: Differences among the mean scores of various study variables on the basis of 
gender of the respondents were assessed. Following are the hypotheses related to the 
gender of respondents. 
141: There is no significant difference in the mean scores of pay satisfaction between 
males and females 
Hot. There is no significant difference in the mean scores of satisfaction with 
promotion opportunities between males and females 
H3: There is no significant difference in the mean scores of satisfaction with 
supervision between males and females 
H4: There is no significant difference in the mean scores satisfaction with work-
schedule flexibility between males and females 
Hs5: There is no significant difference in the mean scores of job satisfaction between 
males and females 
H86: There is no significant difference in the mean scores of organizational commitment 
between males and females 
H07• There is no significant difference in the mean scores of intention to stay between 
males and femaIes 
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Marital Status: Differences among the mean scores of various study variables on the 
basis of marital status of the respondents were assessed. Respondents were categorized 
as married or single. Following are the hypotheses related to the marital status of 
respondents. 
H08: There is no significant difference in the mean scores of pay satisfaction between 
married and single 
H04: There is no significant difference in the mean scores of satisfaction with promotion 
opportunities between married and single 
Ha10: There is no significant difference in the mean scores of satisfaction with 
supervision between married and single 
H011: There is no significant difference in the mean scores of satisfaction with 
work-schedule flexibility between married and single 
H912: There is no significant difference in the mean scores of job satisfaction between 
married and single 
He13: There is no significant difference in the mean scores of organizational 
commitment between married and single 
H0 14: There is no significant difference in the mean scores of intention to stay between 
married and single 
Experience: Differences among the mean scores of various study variables and the 
experience groups of the respondents were assessed. Respondents were categorized as 
having less than 5 years of experience and 5 and more years of experience. Following 
are the hypotheses related to the experience of respondents. 
H915: There is no significant difference in the mean scores of pay satisfaction between 
the two experience groups 
H,16: There is no significant difference in the mean scores of satisfaction with 
promotion opportunities between the two experience groups 
H017: There is no significant difference in the mean scores of satisfaction with 
supervision between the two experience groups 
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Ha18: There is no significant difference in the mean scores of satisfaction with work-
schedule flexibility between the two experience groups 
IIo19: There is no significant difference in the mean scores of job satisfaction between 
the two experience groups 
H020: There is no significant difference in the mean scores of organizational 
commitment between the two experience groups 
Hal: There is no significant difference in the mean scores of intention to stay between 
the two experience groups. 
3.10 Conceptual Model of Research 
A research model may have both endogenous and exogenous variables. Endogenous 
constructs have their causal antecedents specified within the model under consideration, 
whereas the causes of exogenous constructs are outside the model and not of interest 
(Anderson & Gerbing, 1991). When structural models are specified, observed measures 
of exogenous constructs are denoted as X, whereas observed measures of endogenous 
constructs are denoted as Y. These are simultaneously estimated with the structural 
model to ascertain if any relationship exists (Joreskog & Sorbom, 1993). 
Exhibit 3.4A illustrates the conceptual model for the present study developed by the 
researcher. In the exhibit, the hypothesized relationships between constructs are 
depicted by arrows. Exhibit 3.4B illustrates the same model as depicted in LISREL 8.5. 
In this exhibit, the arrows indicate the direction of causal relationship. The curved lines 
indicate correlation between two variables. 
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Exhibit 3.4A; Conceptual Model of Research 
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3.11 Methods of Analysis 
Descriptive statistics of the responses were generated through SPSS 15.0 version. After 
initial estimation of response rate, non-response error and common method bias, 
Exploratory Factor Analysis (EFA) was carried out to see if items in a scale load on one 
single factor. Indicator and scale reliability were assessed. Various types of validity 
were also ascertained e.g. convergent, discriminant, predictive and nomological 
validity. The relationship between dependent and independent variables was measured 
using Structural Equation Modeling (SEM) in LISREL 8,50. For prooeeding with SEM, 
Maximum Likelihood Estimation (MLE) method was employed. Comparisons of 
estimation methods show maximum likelihood (ML) generally perform best, better than 
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generalized least squares (GLS), and especially better than weighted least squares 
(WLS) (Ding et al., 2004; Olsson et al, 2000). ML has been found to be relatively 
robust (e.g., to violations of the multivariate normality assumption) and is generally 
endorsed for most uses (Hu & Bentler, 1999; Olsson et at., 2000). 
Tests of differences (independent sample T-test in SPSS 17.0 were deployed to find out 
whether differences existed between various study variables vis-a-vis gender, marital 
status and experience of teachers, All these methods and procedures are explained in 
detail in Chapter 4. 
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CHAPTER 4: DATA ANALYSIS 
Chapter Overview 
The chapter opens with a discussion of the schema of the analysis. Thereafter, it 
provides a description of the profile of the respondents. Preliminary data analysis 
deals with an estimation of response rate and common method bias. Thereafter, the 
measurement model and structural model fit are assessed and path coefficients 
estimated for testing of research hypotheses. Finally, test of differences have been 
carried out vis-a-vis the study variables. 
4.1 Schema of Analysis 
The profile of the respondents is discussed at the very outset of the data analysis. 
This is followed by the approach recommended by Anderson and Gerbing (1988) 
and Gerbing and Anderson (1988). A two-step Structural Equation Modeling (SEM) 
approach was used which involves developing a good measurement model with high 
goodness of fit as the first step, while the second step analyzes the structural model. 
This approach has been adopted by several other researchers too (e.g. Allen at al., 
2004; Chin et at, 2005; Garver & Mentzer, 1999; Henning-Thurau et at., 2002). 
Measurement model estimates the unidimensionality, reliability and validity of each 
construct while structural model involves estimating the relation between 
independent (exogenous) and dependent (endogenous) variables. Separate 
measurement models are specified for each construct (Joreskog & Sorbom, 2002), 
which then are estimated with the structural model. The testing of the structural 
model may be meaningless unless it is first established that the measurement model 
holds. If the chosen indicators for a construct do not measure that construct, the 
specified theory cannot be tested. In fact, the potential for interpretational 
confounding is minimized by prior estimation of the measurement model followed 
by structural model (Anderson & Gerbing, 1991). 
Thus, the measurement model was assessed first to establish scale 
unidimensionality, reliability and validity followed by structural model to establish 
relation between independent and dependent variables. Once the measurement 
model was validated, the researcher proceeded to the second step i.e. estimation of 
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the structural relationship between latent variables. The structural model was 
analyzed and the standard path coefficients of the structural model were estimated. 
Criterion validity was also assessed at this stage. 
For analyzing the measurement model and structural model, Structural Equation 
Modeling (SEM) capabilities of LISREL 8.5 were deployed. SEM is a multivariate 
statistical technique based on regression, and it can be utilized to confirm the causal 
relations among latent variables. It powerfully combines the measurement model 
and the structural model (regression or path coefficients) into a simultaneous 
statistical test. As a tool to test theory, SEM offers many distinct advantages over 
more traditional statistical techniques (Bagozzi, 1981). For example, SEM accounts 
for measurement error in latent variables when estimating path relationships. SEM is 
ideal for testing theoretical models and for refining and testing validity (Garver & 
Mentzer, 1999; Medsker et al., 1994). SEM takes into account measurement errors 
by estimating measurement error variances from the data and model specifications, 
whereas traditional techniques do not (Ahire et al., 1996). Comparisons of 
estimation methods show Maximum Likelihood Estimation (MLE) generally 
perform best, better than generalized least squares (GLS), and especially better than 
weighted least squares (WLS) (Ding et al., 1995; Olsson et al., 2000). MLE has 
been found to be relatively robust (e.g., to violations of the multivariate normality 
assumption) and is generally endorsed for most uses (Hu & Bentler, 1999; Olsson et 
al., 2000). 
Tests of differences (independent sample T-test in SPSS 15.0) was deployed to find 
out whether differences existed on various study variables vis-à-vis gender, marital 
status and experience of teachers. 
4.2 Respondents' Profile and Descriptive Statistics 
Respondents' profile was generated based on gender, marital status and experience. 
Gender: The respondents of the study were teaching staff of B-schools in India A 
little more than half (51.61%) of the respondents comprised of male teachers 
whereas 48.39 % comprised of female teaching staff. 
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Table 4.1 A; Resnondent Profile- Gender 
Gender Frequency Percent Cumulative Percent 
Mate 160 51.6 51.6 
Female 150 48.4 100.0 
Total 310 100.0 
Marital Status; 56.1% of the respondents were single whereas 43.9 % of the total 
respondents were married. 
Table 4.1 B: Resnondent Profile. Marital Status 
Marital Status Frequency Percent Cumulative Percent 
Single 174 56.1 56.1 
Married 136 43.9 100.0 
Total 310 100.0 
Experience: Respondents were categorized as having less than 5 years of 
experience and 5 or more years of experience, 90.3% of the respondents were 
having experience of less than 5 years, whereas 9.7 of the total respondents were 
having experience of 5 or more years. 
Table 4.1 C: Resnondent Profile- Experience 
Etperience Frequency Percent Cumulative Percent 
<5 years 280 90.3 90.3 
>5years 30 9.7 100.0 
Total 310 100.0 
The respondents have also been profiled as stayers and leavers, based on their final 
decision to stay/quit. The longitudinal design of study enabled the researcher to get 
hold of information regarding actual decision of respondents to stay or quit. Those 
who quit were termed as leavers while the rest were termed as stayers for the present 
study. Respondents have been categorized as stayers and leavers in other teacher 
turnover studies as well (e.g. Boo et al., 2005; Cochran-Smith, 2004). 
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TahIa 4.2: Resnnndsnt Profile- Actual Decieinn to Quit) Stay 
Actual Decision to Quill 
Stay Frequency Percent 
Cumulative 
Percent 
Leavers 76 24.5 24.5 
Stayers 234 75.5 100 
Total 310 100.0 
The mean and SD values of the different study variables have been presented in 
Table 4.3. 
Tahle 4.3: Descrintive Statistics for the Study Vnriahlas. 
Variable Mean Standard Deviation 
PS 2.55 0.77 
PR 2.89 0.61 
SU 2.78 0.52 
WSF 3.06 0.70 
IS 2.81 0.60 
OC 2.83 0.69 
TS 2.91 0.78 
4.3 Response Rate 
The researcher personally visited the B-schools to collect data from the respondents, 
thus ensuring that response rate remains relatively high. With 310 final usable 
responses generated (285 through physical contact and 25 through e-mails) out of 
402 contacted, the response rate comes out to be close to 78%. The response rate 
was considered to be relatively high as compared to other studies in the related 
areas. 
In addition to response rate, item completion rate is used as another measure of 
survey effectiveness, as suggested by Klassen and Jacobs (2001). They define item 
completion rate as `the proportion of survey items answered relative to all 
applicable items" (p. 717). The item completion rate for this study was 99%, 
suggesting high survey effectiveness. In case of only three questionnaires, responses 
were found to be incomplete. Those questionnaires were discarded because of 
unsatisfactory responses (Malhotra, 2010) and hence, the final number of usable 
questionnaires was 310. 
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4.4 Measurement Model 
The purpose of the measurement model is to describe how well the observed 
indicators serve as a measurement instrument for the latent variables (Joreskog & 
Sorbom, 1993). Specifying the measurement model consist of assigning indicators 
(e.g., actual measures or questionnaire items) to a latent variable or construct 
(Garver & Mentzer, 1999). A thorough measurement analysis on research 
instruments is essential for several reasons (Flynn er al., 1994): First, it provides 
confidence that the findings accurately reflect the proposed constructs. Second, 
empirically validated scales can be used directly in other studies. Specifically, 
measurement scales must exhibit unidimensionality, reliability, discriminant validity 
and convergent validity (Green et al., 2006). The first step in the statistical process 
is to test constructs in the measurement model for unidimensionality. Once each 
construct/scale is assessed to be unidimensional and reliable, the researcher can test 
for validity (Anderson & Gerbing, 1991; Steenkamp & Trijp, 1991). Measurement 
analysis was performed on all the study scales viz, pay satisfaction (PS), satisfaction 
with promotion opportunities (PR), satisfaction with supervision (SU), satisfaction 
with work-schedule flexibility (WSF), job satisfaction (TS), organizational 
commitment ((DC) & intention to stay (IS). Exhibit 4.1 illustrates the steps involved 
in testing the measurement model in the present study. 
Determination of Scale 
Uaidimensionality 
• Exploratory Factor 
Analysis (EFA) 
• Confirmatory Factor 
Analysis (CFA) 
Assessment of Validity 
• Content & face validity 
(already established) 
• Construct validity 
• Criterion validity 
Assessmentof 
Reliability 
• Indicator reliability 
• Scale reliability 
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4.4.1 Scale Unidimensionality; Exploratory Factor Analysis (EFA) 
The concept of unidimensionality has long been recognized as one of the most basic 
assumptions in measurement theory (Steenkamp & Trijp, 1991). It is defined as the 
existence of one construct underlying a set of items (Anderson & Gerbing, 1957; 
Kumar & Dillon, 1987; Steenkamp & Trijp, 1991). The concept of 
unidimensionality checks the extent to which items on a scale estimate one construct 
(Mini, 2010). In other words, unidimensionality is the degree to which items 
represent one and only one underlying latent variable. Since lack of 
unidimensionality can lead to artificial correlations among constructs, it warrants 
purifying the scale by removing those items that reduce unidimensionality (Anti, 
2010). It is to be noted that unidimensionality is a necessary condition for reliability 
analysis and construct validation (Anderson & Gerbing, 1991). 
Exploratory Factor Analysis (EFA) was performed initially on each scale separately 
to check as to whether all factors load on a single construct. To determine if the data 
are likely to factor well, before proceeding with FFA, Kaiser—Meyer-Olkin (KMO) 
measure of sampling adequacy and Bartlett's Test of Sphericity were performed. 
KMO measures quantifies the degree of inter-correlations among the variables and 
hence the appropriateness of factor analysis. If KMO is found to be greater than 
0.05, then one can proceed with factor analysis (Malhotra & Dash, 2011). The KMO 
values of all the scales were found to be meritorious; signaling that data was suitable 
for factor analysis. 
Another measure is Bartlett's test of sphericity, which measures the presence of 
correlation among the variables. It provides the statistical probability that the 
correlation matrix has significant correlation among at least some of variables. Thus 
a significant Bartlett's test of sphericity is required (Malhotra, 2010). Because 
p=0.000 (its associated probability is less than 0.05) for all scales, we could proceed 
with factor analysis. The result of KMO and Bartlett test of sphericity for all scales 
are given in Table 4.4 
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Table 4.4: KMO and Bartlett's Test of Sphericity 
Measures 
KMO Measures 
of Sampling 
Adequacy 
Bartlett's Test of 
sphericity  
App,pa 
cm- 
Square 
df Sig. 
Pay Satisfaction (PS) .878 768.15 15 .00 
Satisfaction with Promotion 
Opportunities (PR)  
.811 451.61 15 .00 
Satisfaction with Supervision S .658 93.41 6 .00 
Satisfaction with Work-Schedule 
Flexibility 	 SF 
.644 453.22 15 .00 
Job Satisfaction (TS) .852 516.32 10 .00 
Organizational Commitment (OC) .901 937.88 15 .00 
Jntentionto Stay (IS) .752 236.50 10 .00 
4.4.1.1 Result of Exploratory Factor Analysis 
As the scales are hypothesized to be unidimensional, all items in one scale should 
load highly (>0.3 or hopefully 0.5) on one factor. Stringent item loading retention 
rules are item loading of 0.5 and at least three items to load on one factor (Bawa, 
2004; Tansey et al., 2001). Following the above roles, the results of EFA were 
interpreted for each scale. 
Pay Satisfaction (PS) scale: When EFA was performed, it was found that the 
scale was unidimensional. On the basis of Eigen value greater than 1 heuristic 
(Delgado-Ballester at al., 2003), one principal component was extracted that 
accounted for close to 60 % of the total variance. Thus EFA on the PS scale 
yielded only one factor. The result is given in Table 4.5 and Table 4.6 
Based on the tables given below, it is clear that the PS scale was unidimensional. 
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Table 4.5: PS scale-Total Variance Explained 
Total Variance Explained 
Initial Eigen values Extraction Sums of Squared Loadings Component 
V of 	Cumulative 0Ja of 	Cumulative Total Variance Total Variance 
1 3.58 59.728 59.7Z8 3,584 59.728 59.728 
2 .68 11.469 71.197 
3 .54 9.143 80.340 
4 .43 7.274 87.615 
5 .38 6.471 94.086 
6 .35 5.914 100.000 
Extraction Method: Principal Component Analysis 
Table 4.6: PS Scale-Component Matrix 
Component Matrix 
Component 
I 
PSI .820 
PS2 .775 
PS3 .818 
PS4 .734 
P85 .785 
PS6 .697 
Extraction Method: Principal Component Analysis. 
a. I component extracted. 
Satisfaction with Promotion Opportunities (PR) scale 
When EPA was performed, it was found that the scale was unidimensional. On the 
basis of Eigen value greater than I heuristic (Delgado-Ballester at al., 2003), one 
component was extracted that accounted for 47.80 % of the total variance. Thus, 
EPA on the PR scale yielded only one factor. The results are given in Table 4.7 and 
Table 4.8. 
Based on the table given below, it is clear that the PR scale was umdimensional. 
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TnhIA d_7! PR Snaln.Tntnl Variances Exnlainad 
Total Variance Explained 
Initial Eigen values Extraction Sums of Squared Loadings 
Component 
Total % of Variance 
Cumulative 
% Total 
%of 
Variance Cumulative % 
1 2.868 47.801 47.801, 2.868 47.801 47.801 
2 .921 15.343 63.144 
3 .747 12.446 75.590 
4 .515 8.591 84.180 
5 .486 8.097 92.277 
6 .463 7.723 100.000 
Extraction Method.• Principal Component Analysis. 
a 4.d: lit scale-nom onent man 
Component Matrix 
Component 
1 
PR1 .654 
PR2 .719 
PR3 .607 
PR4 .775 
PI25 .610 
PR6 .764 
Extraction Method: Principal Component Analysis. 
a. 1 component extracted. 
Satisfaction with Supervision (SE) scale 
When EFA was performed, it was found that the scale was not unidimensional. On 
the basis of Eigen value greater than I heuristic (Delgado-Ballester et a!, 2003), 
three principal components were extracted that accounted for 59.69 % of the total 
variance. Thus EFA on the SU scale yielded three factors. As the scale was 
hypothesized to be unidimensional, all items should load highly (>.3 or hopefully .5) 
on one factor. Stringent item loading retention rules are item loading of 0.5 and at 
least three items to load on one factor (Bawa, 2004; Tansey et al., 2001). 
Researchers should delete items with factor loadings less than .32 (Worthington & 
Whittaker, 2006). 
Tab[ ix 
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Following these rules, it is clear that the SU scale was not unidimensional. Thus, 
keeping the above in mind, items with low loadings on the principal factor were 
deleted. As a result, only four items in the SU scale were retained which gave a 
unidimensional scale. The results are shown in Table 4.9 and Table 4.10 
Tabla 4.9! SII Scala- Total Varianca Exnlained 
Initial Eigen-values Extraction Sums of Squared Loadings 
Component 
Total % of Variance 
Cumulative 
% Total 
% of 
Variance Cumulative 
1 1.721 43.022 43.022 1.721 43.022 43.022 
2 .883 22.073 65.096 
3 .742 18.549 83.645 
4 .654 16.355 100.000 
Extraction Method: Principal Component Analysis 
ime 4.11); Su scaieiiom onent iwatr 
Component 
1 
SUi .676 
SU2 .666 
SU3 .553 
SU4 .718 
Extraction Method: Principal Component Analysis. 
a. I component extracted 
Based on the tables given above, it is clear that the SU scale was established as 
unidimensional after deleting items with low loadings. 
Satisfaction with Work Schedule Flexibility (WSF) scale 
When EFA was performed, it was found that the scale was unidimensional. On the 
basis of Eigen value greater than I heuristic (Delgado-Ballester et al., 2003), one 
principal component was extracted that accounted for 49.04 % of the total variance. 
Thus EFA on WSF scale yielded only one factor. The results are presented in Table 
4.11 and Table 4.12 
Based on the tables given below, it is clear that the WSF scale was unidimensional. 
T x 
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Table 4.11: WSF Scale- Total Variance Explained 
Total Variance Explained 
Initial Eigen values Extraction Sums of Squared Loadings 
Component 
Total % of Variance 
Cumulative  Total of aa Varia Cumulative% 
1 2.943 49.045 49.045 2.943 49.045 49.045 
2 .840 13.997 63.041 
3 .625 10.413 73.454 
4 .606 10.104 83.559 
5 .507 8.442 92.001 
6 .480 7.999 100.000 
Extraction Method. Principal Component Analysis 
Table 4.12: WSF Scale-Component Matrix 
Component Matrix 
Component 
1 
WSF1 .696 
WSF2 .642 
WSF3 .770 
WSF4 .712 
WSF5 .602 
WSF6 .763 
Extraction Method: Principal Component Analysis. 
a. 1 component extracted. 
Organizational Canmt urn ene (CC) scale 
When EFA was performed, it was found that the scale was unidimensional. On the 
basis of Eigen value greater than 1 heuristic (Delgado-Ballester et al., 2003), only 
one principal component was extracted that accounted for 64.71 % of the total 
variance. Thus, EFA on OC scale yielded one factor. The results are shown in Table 
4.13 and Table 4.14 
Based on the tables given below it is clear that the OC scale was unidimensional. 
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Table 4.13: OC Scale- Total Variance Explained 
Total Variance Explained 
Initial Eigeo values Extraction Sums of Squared Loadings 
Component 
Total Vu of Variance 
Cumulative 
% Total % of  Variance Cumulative % 
1 3.883 64.715 64.715 3.883 64.715 64,715 
2 .547 9.110 73.825 
3 .487 8.121 81.945 
4 .423 7.055 89.001 
5 .376 6.270 95.270 
6 .284 4.730 100.000 
Extraction Method: Principal Component Analysis 
Table 4.14: OC Scale-Component Matrix 
Componem Matrix 
Component 
1 
OC1 .786 
OC2 .843 
00 .751 
OC4 .787 
005 .848 
OC6 .808 
Extraction Method. Principal Component Anatysls. 
a. I component extracted, 
Job Satisfaction (TS) scale 
When EPA was performed, it was found that the scale was unidimensional. On the 
basis of Eigen value greater than 1 heuristic (Delgado-Ballester et al., 2003), only 
one principal component was extracted that accounted for close to 60% of the total 
variance. Thus EFA on TS scale yielded only one factor. The results are presented in 
Table 4.15 and Table 4.16. 
Based on the table given below, it is clear that the TS scale was unidimensional. 
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Table 4.15: TS Scale- Total Variance Explained 
Total Variance Explained 
Initial Eigen values Extraction Sans of Squared Loadings 
Component 
Total % of Variance 
Cumulative 
o/ Total 
a of 
Variance  Cumulative % 
1 2.990 59.800 59.800 2.990 59.800 59.800 
2 .573 11.464 71.264 
3 .542 10.836 82.100 
4 .469 9.381 91.481 
5 .426 8.519 I00.000 
Extraction Method: Principal Component Analysis. 
le 4.16: TS Scale-Component Me 
Component Matrix 
Component 
1 
TS1 .754 
TS2 .796 
TS3 .755 
TS4 .788 
TS5 .772 
Extraction Method: Principal Component Analysis. 
a. I component extracted. 
Intention to Stay (IS) scale 
When EFA was performed, it was found that the scale was unidimensional. On ti 
basis of Eigen value greater than 1 heuristic (Delgado-Ballester et al., 2003), on 
one principal component was extracted that accounted for 44.95 % of the tot 
variance. Thus EFA on IS scale yielded only one factor. The results are shown 
Table 4.17 and Table 4.18. 
Based on the tables given below, it is clear that the IS scale was unidimensional. 
Tab Brix 
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Table 4.17: IS Scale- Total Variance Exolained 
Total Variance Explained 
.Initial Eigen values Extraction Sums of Squared Loadings 
Component 
Total % of Variance 
Cumulative 
% Total 
% of 
Variance 
Cumulative 
1 2.248 44,958 44.958 2.248 44.958 44.958 
2 .932 18.631 63.589 
3 .655 13.101 76.690 
4 .634 12.675 89.365 
5 .532 10.635 100.000 
Extraction Method: Principal Component Analysis. 
Table 4.18: IS Scale-Component Matrix 
Component Matrix 
Component 
I 
151 .182 
152 .590 
IS3 .709 
1S4 .552 
ISS .693 
Extraction Method: Principal Component Analysis. 
a. I component extracted. 
Thus, after EFA all the scales were established as unidimensional. 
4.4.2 Confirmatory Factor Analysis (CFA) 
Although all the scales were established as unidimensional after EFA, a 
Confirmatory Factor Analysis (CFA) was performed using LISREL to further cheek 
the reliability and validity of the study scales. CFA is similar to EFA except that the 
hypotheses that form constraints are embedded in the analysis (Ahire et al., 1996). 
CFA is believed to deliver a more rigorous test of construct validity compared to 
traditional methods (Medsker et al., 1994). Recent researches in HR area have 
increasingly preferred this approach due to its conceptual strengths (e.g. Azmi, 
2010; Gowen III et al., 2006; Takeuchi at al, 2003; Whitener, 2001). Scale 
reliability and validity estimates were generated based on the results of CFA (as 
discussed in the succeeding sections). 
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4.4.3 Assessment of Reliability 
Once the unidinvensionality of the scales is established, an assessment of the 
statistical reliability is necessary before any further validation analysis is performed 
(Anderson & Gerbing, 1991; Gatewood & Field, 1990; Mentzer et al., 1999). 
Peterson (1994) opines that there is virtual consensus among researchers that for a 
scale to be valid, it must first be reliable. Reliability assesses the consistency, not 
accuracy, of the measurement scale (Churchill & Peter, 1984), It refers to the degree 
of dependability and internal consistency of a scale (Gatewood & Field, 1990). Two 
types of reliability were calculated in this study: (1) Indicator reliability (2) Seale 
reliability. 
4 Indicator Reliability 
Indicators are items to measure a particular latent variable or construct. Indicator 
reliability refers to the reliability of individual indicators. Com nunalities or 
indicator reliability are the squared factor loadings for an indicator. It is measured 
for every single indicator (Wu, 2005). In SEM terms, the reliability of an indicator is 
defined as the variance in that indicator that is not accounted for by measurement 
error. It usually ranges from 0 to I (Joreskog & Sorbom, 2002). By convention, 
indicator reliability should preferably be 0.5 or greater (Long, 1983;. Schumacker & 
Lomax, 2004). Even values close to the recommended are considered acceptable 
(Wu, 2005). Table 4.19 illustrates indicator reliability for indicators in each scale. 
Tahle 4_19r Indicator Ralishilitu of the Study SrnIec 
Indicators Ps PR SV WSV TS 0C is 
1 .67 .42 .45 .48 .56 .61 .61 
2 .60 .51 .44 .41 .63 .71 .34 
3 .66 .36 .30 .59 .57 .56 .50 
4 .53 .60 .51 .50 .62 .61 .30 
5 .61 .37 .36 .59 .71 .48 
6 .48 .58 .58 .65 
• Scale Reliability 
Scale reliability refers to the internal consistency of a scale to measure a latent 
variable (Peter, 1979; Anderson et al., 1987). Reliable scales possess items that 
measure the same unidimensional construct and vary together statistically. Scale 
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reliability is operationalized as internal consistency, which is the degree of inter-
correlations among the items that constitute the scale (Nunnally & Bernstein, 1994). 
The most popular method to assess the reliability of a construct is by computing the 
Cronbach's alpha coefficient (Normally & Bernstein, 1994). A value of Cronbach's 
alpha of 0.6 or more is used as a criterion for a reliable scale (Hair et al., 1998; 
Normally and Bernstein, 1994). Cronbach alpha values for all scales are given in 
Table 5.20. From the table it is clear that all values suggest high reliability. 
Garver and Mentzer (1999) noted that coefficient alpha tends to underestimate or 
even overestimate scale reliability. Henceforth, apart from Cronbach's coefficient 
alpha, they suggested computing the SEM construct reliability and average variance 
extracted measures to assess scale reliability. SEM based reliability values do not 
assume that the individual items have equal reliabilities. Wu (2005) also suggested 
this approach for computing scale reliability. Fornell and Larcker (1981), Fornell 
and Bookstein (1982), Garver and Mentzer (1999) have described construct-
reliability and average variance extracted measures as; 
Construct Reliability (CR): Construct reliability is a LISREL generated estimate of 
internal consistency analogous to Cronbach's coefficient alpha. It is calculated by a 
formula. Let sl, be the standardized loadings for the indicators for a particular latent 
variable. Let e; be the corresponding error terms, where error is I minus the 
reliability of the indicator, which is the square of the indicator's standardized 
loading. The formula for calculating CA is given below: 
f
2n 
~Sl, 
CR= 	 "' 
[t '] 
n 
 
+te; 
Average Variance Extracted (AVE): A complementary measure of construct 
reliability is the variance extraction measure. Average variance extracted estimates 
assess the amount of variance captured by a construct's measure in relation to 
variance due to random measurement error. Its formula, which is a variation of 
construct reliability, is given below: 
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n 
2 sli 
AVE = 	r1 
n n 
s1i2 +1 e; 
~=t 	 t 
Fomell and Bookstein (1982) stated that CR value higher than 0.6 implies that there 
is high internal consistency. AVE at 0.5 or close to it is generally considered 
acceptable and having high distinct validity (Fornell & Lareker, 1981). Most CR and 
AVE values, as computed by the above formulae, exceeded or were close to the 
recommended values. The Cronbach alpha, CR and AVE values are given in Table 
4.20 
Table 4.20: Scale Reliability Estimates 
Scale Cronbach Alpha 
Construct 
Reliability AYE 
No. of 
Items 
PS .86 .86 .52 6 
PR .77 .77 .37 6 
SU .60 .56 .30 4 
WSF .78 .79 .38 6 
TS .83 .83 .49 5 
OC .89 .89 .58 6 
IS .68 .68 .44 5 
4.4.4 Assessment of Validity 
It is important to note that high reliability coefficients do not necessarily assume 
the questionnaires are precisely measuring true behavior patterns. That is, the 
subject is giving consistent, but not necessarily accurate responses at the two 
points in time (Baranowski, 1988). Therefore, it is important that the validity of 
self-report questionnaires be investigated. A scale has validity if it is measuring 
the concept that it was intended to measure (Bagozzi, 1981). Validity of a scale 
may be defined as the extent to which differences in observed scale scores reflect 
true differences among objects of the characteristic being measured (Maihotra, 
2010). There are three forms of validity that can be related to self-reported 
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questionnaires: content, construct and criterion (Morrow, 2002; Sallis & Saelens, 
2000). 
Construct Validity 
Assessing construct validity, a term standardized by Cronbach and Meehl (1955) is a 
complex process. It examines the degree to which a scale measures what it intends 
to measure (Churchill, 1992). It includes ascertaining various types of validity such 
as convergent, discriminant and predictive validity. 
4 Convergent Validity 
A construct is said to possess convergent validity if measures of the same construct 
converge or are highly correlated (Kaplan & Sacuzzo, 1993). It is the extent to 
which the latent variable correlates to items designed to measure that same latent 
variable (Dunn at al., 1994; Steenkamp & Trijp, 1991; Anderson & Gerbing, 1988; 
Gerbing & Anderson, 1988). Each item in the scale can be viewed as a different 
approach to measure the construct. Convergent validity shows that the scale 
represents one dimension. In the one-factor model, the scale (latent variable) is 
unidimensional and, therefore, indicators converge to represent a single construct. 
An interesting aspect is that internal consistency is itself a type of convergent 
validity which seeks to assure that there is moderate correlation among the 
indicators (Kaplan & Sacuzzo, 1993). Since unidimensionality and high internal 
consistency of the seven scales has already been established, evidence of moderate 
convergent validity can be said to be existing. 
Presence of convergent validity can be assessed in different ways. Dunn et at 
(1994) state that if the factor loadings are statistically significant, then convergent 
validity exists. Bagozzi et al (1988) suggested that all items should load on their 
hypothesized dimension and the estimates should be positive and significant. If item 
loading values within each construct are relatively high (i.e. greater than 0.50) one 
has a basic comfort level for convergent validity (Mentzer et al., 1999). All 
parameters estimates in the study scales bad loadings of more than 0.50 thus 
indicative of high convergent validity. 
Further, Anderson and Gerbing (1988) stated that convergent validity is assessed 
through t-values for the factor loadings in CFA. If all t-values are over 2 (p=0.001) 
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then this is viewed as evidence supporting convergent validity (Anderson & 
Gerbing, 1988). 
Exhibits 4.2, 4.3, 4.4, 4.5, 4.6, 4.7 and 4.8 depict the measurement model for each 
scale based on t-values. It is to be noted that in all cases, 1-values were more than 2, 
thus, indicating that convergent validity was high. 
Exhibit 4.2: Measurement Model with T-values for PS Scale 
9.47 	51 
10.3 	S2 	1558 
L4.I4 
9.53 	S3 	-- 15.48PS- 	.00, 
12.6337  
10.92 	54 	13.9 . 
11.42 
10:3 	SS 
11.27 	S6 
Chi-Square=2733, df9, Pnla000I23, RMSEA=0.081. 
Exhibit 4.3: Measurement Model with T-values for PR Scale 
10.95 	$7 
Chi-Square= 42.71, d1=9, P-value=0.00000,,RMSEA=0:110 
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cxmu¢ v.'a: 
	
9.31 	314 
6.44 
6.91 317 7 I^  4S4 I 	J 	 su 	;0.00 
a.sa 
11.02 	SIB 	7-32 
7.18 	519 
Chi-Square=3.46, df=2, P-value=0.17761, RMSEA=0.049 
Exhibit 4.5: Measurement Model with T-values for WSF Scale 
10.61 	32a 
11.05 621 K10.65 
9.56 
9.16 	522 	3.01 	WSF 	.00 
41.18 
10.SS 523 ~B,s 
42.84 
11.39 	. 824 	/ 
9.29  
Chi-Squars=16.65, d1=9, P.value=0.07445, RMSEA=0.049 
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Exhibit 4.6: Measurement Model with T-values for OC Scale 
	
10.74. 	531 
9.42 332 114.46 
16.99 
11.19 	833 	13.06 	DC  
14:99 , 
10.77 	S34. 	17.2 
4:95 
0.27' 	535 
10.64 	536 
Chi-Squara17.66, diaS, P-alue409910, BM3EMOA56 
Exhibit 4.7: Measurement Model with T-values for TS Scale 
10.31 	537 
12.36 
9.33 	S38 
13.94 
TS —0,00 
12:46 
10.25 	S39 
13.6 
/ 8.63 	
/ 
303
S40 1  
6.96 	541 
Chi-Squarac5.70,.dt=5, P.vaIue=e.a9BS$, RMSE0.-0.021 
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$26 
9.06 
	
11.40 	529 
10.08 	980 
ChiSquare=10.94, df=S, P-value=0.05266, RMSEA=0.062 
The convergent validity can also be measured using the Bentler-Bonett Coefficient 
(Bentler-Bonett, 1980) using LISREL. Ahire et al. (1996), Green et at (2006) 
recommended assessing convergent validity using the Bentler-Bonett coefficient 
with values greater than 0.9 indicating strong convergent validity. In the present 
case, all the scales have a Bentler-Bonett coefficient {i.e. Normed Fit Index (NFI) 
and Non-Normed Fit Index (NNFI)) of greater than 0.9 as given in Table 4.21, thus 
indicative of high convergent validity. The Goodness of Fit Index (GFI) values also 
indicate evidence of convergent validity. 
Tahin 421- Indieatnrs of Cnnvarnnnt Validity 
SCALE NF[ NNFI GFI 
PS 0.978 0.975 0.971 
PR 0.940 0.921 0.956 
SU 0.968 0.956 0.994 
WSF 0.979 0.985 0.983 
TS 0.992 0.998 0.993 
OC 0.989 0.991 0.981 
IS 0.966 0.963 0.986 
warn 
6,79 
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. 	Discriminant Validity 
Discriminant validity is the extent to which the items representing a latent variable 
discriminate that construct from other items representing other latent variables 
(Mentzer & Flint, 1997; Mentzer & Kahn, 1995). Discriminant validity 
establishment is crucial for conducting latent variable analysis (Bollen, 1989; 
Fornell & Larcker, 1981). Without it, researchers cannot be certain whether results 
confirming hypothesized structural paths are real or whether they are a result of 
statistical discrepancies. Discriminant validity means that a latent variable is able to 
account for more variance in the observed variables associated with it than (a) 
measurement error or similar external, unmeasured influences; or (b) other 
constructs within the conceptual framework. If this is not the case, then the validity 
of the individual indicators and of the construct is questionable (Fomell & Larcker, 
1981). 
As evident from Table 4.21, high GFI values of constructs indicate that items of 
each scale converged strongly implying that items representing a construct 
discriminate it from other items representing other constructs. This in itself is 
evidence of existence of discriminant validity. Fornell and Larcker (1981) present 
another method for assessing the discriminant validity of two or more factors. Here, 
a researcher compares the Average Variance Extracted (AVE) of each construct with 
the shared variance between constructs. If the AVE for each construct is greater than 
its shared variance with any other construct, discriminant validity is supported. 
Shared variance is the amount of variance that a variable (construct) is able to 
explain in another variable (construct). It is represented by the square of the 
correlation between any two variables (constructs). If independent variables are 
correlated, they share some of their predictive power over dependent variables (Hair 
et a[., 2006). The AVE estimate is the average amount of variation that a latent 
construct is able to explain in the observed variables to which it is theoretically 
related. A latent construct A will correlate with observed variables, xl and x2, that 
theoretically relate to A. This correlation is generally referred to as a factor loading. 
If we square each of these correlations, this gives the amount of variation in each 
observed variable that the latent construct accounts for (i.e., shared variance). When 
this variance is averaged across all observed variables that relate theoretically to a 
latent construct, we generate the AVE (Farrell, 2009). There are similarities between 
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AVE and shared variance. AVE is the average amount of variance in observed 
variables that a latent construct is able to explain while shared variance is the 
amount of variance in observed variables relating to another construct that a latent 
construct is able to explain. 
Particularly relevant to the shared variance versus AVE technique is the notion of 
measurement error. One of the benefits of using SEM is that it enables a researcher 
to account for measurement error in variables (Bollen, 19S9). An important point to 
note is that when measurement error is taken into account, correlations between 
variables generally, though not always, increase in magnitude (Grewal et al.., 2004). 
If an AVE that includes measurement error is compared to a shared variance 
estimate that does not, then the AVE is being compared to a potentially 
downwardly-biased shared variance estimate, and the test may erroneously conclude 
that the variables discriminate. Use of AVE and shared variance estimates that 
account for measurement error therefore provides a more stringent evaluation of the 
AVE versus squared correlation test. 
AVE and Shared Variance were calculated for each scale. Table 4.22A illustrates the 
results thus obtained. From Table 4.22B it can be inferred that majority of the scales 
possessed discrinvnant validity. 
Table 4.22A: Average Variance Extracted and Shared Variance Estimates 
Variable Items PS PR SU WSF TS OC IS 
PS 6 2 .49 .03 .10 .18 .43 
PR 6 .70 "r,:3'4 .04 .18  .29 .70 
512 4 .18 .22 t2 .23 r44 
 
 .15 .27 
WSF 6 .32 .43 .48  36 .65 
TS S .38 48 .5S .58  .69 .57 
0C 6 .43 .54 .39 .60 ':38p .79 
IS 5 .66 .84 .52 .81 .76.89 
Note: Correlations are below the diagonal, squared CctrefqJjon.s (shared variance) are 
above the diagonal, and AYE estimates ary presented in bold en the 1lagonat 
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Table 4.22B: Depiction of Scales Possessing Discriminant Validity 
Variable Items r 	PS PR SU WSF TS OC IS 
PS 6 t' 5 	h Y Y Y Y Y Y 
PR 6 -- 3Ei Y Y Y Y - 
SU 4 -- -- ,;y Y Y Y Y 
WSF 6 — -- •- " ~'• 	$.-. Y Y — 
TS 5 — -- '- -- 49r -- — 
Is S — .. •• •• •• -•  
"Y' indicates existence of discriminant validity. 
. 	Predictive Validity 
Predictive validity estimates whether or not a construct of interest predicts or co 
varies with constructs that it is supposed to predict or co-vary (Dunn et al., 1994; 
Mentzer & Flint, 1997). Ahire et al. (1996) and Garver and Mentzer (1999) 
recommended assessing predictive validity by determining whether the scale of 
interest correlate as expected. Since, PS, PR, SU, WSF, Oct TS and IS are 
theoretically related constructs therefore, they are expected to correlate statistically 
too. Several authors have offered guidelines for the interpretation of a correlation 
coefficient. Cohen (1988), for example, has suggested the following interpretations 
for correlation in research as given in Table 4.23. 
Table 4.23! Interoretatlon of Correlations 
Correlation Negative Positive 
Small (Weak) -0.3 to -0.1 0.1 to 0.3 
Medium (Moderate) -0.5 to -0.3 0.3 to 0.5 
Large (Strong) -1.0 to .0.5 0.5 to 1.0 
SEM was used to ascertain the correlation and determine predictive validity, since 
SEM takes into account measurement error whereas traditional correlation 
techniques do not. The latter would underestimate true correlation due to the 
inherent measurement error (Ahire et al., 1996). All correlation values were found to 
be positive and significant thus giving proof of predictive validity as presented in 
Exhibit 4.9. The curve lines between the two latent variables represent the 
correlation between these variables. 
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4.5 Structural Model 
The SEM capabilities of LIBEL 8,50 were employed to assess the conceptual 
research model illustrated in Exhibit 3.5B (Chapter 3). SEM is ideal for testing 
theoretical models (Garver & Mentzer, 1999; Medsker et al., 1994). 
4.5.1 Structural Model Fit 
In order to examine the hypothesized relationships between independent and 
dependent variables, structural model fit was assessed. 
Moderating Variables 
For the present study three dimensions of respondents' demographic profile were 
deemed to be moderating variables viz. Marital Status (MT), Gender (GD), and 
Experience (EXP). 
To assess the need to control for the effect of moderating variables in the structural 
analysis, all the moderating variables were included in a correlation matrix along 
with the constructs of study as suggested by Green et al. (2006). The results are 
given in Table 4.24. None of the moderating variables were found to be significantly 
correlated with the study variables (all correlation values indicate weak correlation). 
Thus, it was ascertained that the hypothesized moderating variables did not have a 
significant influence on the relationship and hence none of them was incorporated in 
the structural model. 
Tahle 4.2A SEM Based Correlatkm Values 
PS PR SU WSF TS OC IS AT 
MT 0.085 0.097 0.021 0.015 0.097 0.074 0.090 0.027 
GD 0.013 0.007 0.105 0.057 0.010 0.020 0.048 0.012 
0.012 0.021 0.156 0.115 0.024 0.061 0.108 0.005 EXP 
Independent, Dependent and Mediating Variables 
Pay satisfaction (PS), satisfaction with promotion opportunities (PR), satisfaction 
with supervision (SU), and satisfaction with work-schedule flexibility (WSF) were 
considered as independent variables in the study. The dependent variable in the 
study was actual turnover (AT), whereas, job satisfaction (TS), organizational 
commitment (OC) and intention to stay (IS) were considered as mediating variables. 
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The conceptual model for the present study, as already discussed in Section 3.10, 
attempted to establish relationships among all these variables. Thus, the structural 
model was assessed with the independent variables (PS, PR, SU and WSF), 
dependent variable (AT) and mediating variables (TS, OC & IS). 
When the model was generated using SEM, it was found that the structural model 
fits the data well. The fit indices values are given in Table 4.25. 
Table 4.25: SEM Fit Indices 
FIT INDICATORS VALUE 
Goodness of Fit Index (GFI) 0.81 
Adjusted Goodness of Fit Index (AGFI) 0.80 
Normed Fit Index (NFI) 0.92 
Non-Normed Fit Index (NNFI) 0.94 
Comparative Fit Index (CFI) 0.95 
Root Mean Square Error of Approximation (RMSEA) 0.06 
Chi-Square /Degrees of Freedom 1512.68/675 = 2.24 
The global fit statistics indicate the structural model represent the data structure 
well. The RMSEA value (0.06) falls well below the maximum value of 0.08 or 0.10, 
as recommended by Schumacker and Lomax (2004). Values for NFI (0.921), NNFI 
(0.947) and CFI (0.952) all exceeded the recommended 0.90 level (e.g. )oreskog & 
Sorbom, 2002), indicating a good fit. The relative chi-square/degrees of freedom of 
2.24 was less than the recommended maximum of 3.00 (e.g. Camtines & McIver, 
1981). 
Exhibit 4.10 illustrates the structural model based on standardized values as 
structurally assessed. Results from the SEM analysis provide the information 
necessary to evaluate the study hypotheses. 
4.5.2 Path Coefficients and Hypotheses Testing 
The standardized paths coefficients of the structural model as estimated by LISREL 
8.5 are given in Exhibit 4.10. The path coefficients indicate the magnitude and 
direction of relationships and thus are used for testing the hypotheses. 
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Hrsi: Pay satisfaction has a direct, positive and significant impact on job 
satisfaction 
Pay satisfaction has a direct, positive and significant impact on job satisfaction as 
indicated by the significant path from PS to TS (p=0.49). Thus hypothesis Hest was 
not rejected. 
Hrs2: Pay satisfaction has a direct, positive and significant impact on 
organizational commitment 
Pay satisfaction has a direct, positive and significant impact on organizational 
commitment as indicated by the significant path from PS to OC (0=0.17). Thus 
hypothesis Hest was not rejected. 
Hrsa: Pay satisfaction has a direct, positive and significant impact on intention 
to stay 
Pay satisfaction has a direct, positive and significant impact on intention to stay as 
indicated by the significant path from PS to IS ((i=1.62). Thus hypothesis Hrss was 
not rejected. 
Hrsa: Pay satisfaction has a negative impact on actual turnover 
Pay satisfaction have a negative impact on actual turnover as indicated by the path 
from PS to AT ((3= -0.72). Thus hypothesis Hera was not rejected. 
Hrtu: Satisfaction with promotion opportunities has a direct, positive and 
significant impact on job satisfaction 
Satisfaction with promotion opportunities does not have a direct and positive and 
impact on job satisfaction as indicated by path from PR to TS ((3=-0.27). Thus 
hypothesis Hnxs was rejected. 
Hvec: Satisfaction with promotion opportunities has a direct, positive and 
significant impact on organizational commitment 
Satisfaction with promotion opportunities does not have a direct and positive impact 
on organizational commitment as indicated by the path from PR to OC ((i= -0.12). 
Thus hypothesis Hr w was rejected. 
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Hrxa Satisfaction with promotion opportunities has a direct, positive and 
significant impact on intention to stay 
Satisfaction with promotion opportunities does not have a direct and positive impact 
on intention to stay as indicated by the path from PR to IS (J3= -0,39). Thus 
hypothesis HPR7was rejected. 
Hres: Satisfaction with promotion opportunities has a negative impact on actual 
turnover 
Satisfaction with promotion opportunities did not have a negative impact on actual 
turnover as indicated by path from PR to AT (R=0.58). Thus hypothesis Hvas was 
rejected. 
Hsus: Satisfaction with supervision has a direct, positive and significant impact 
on job satisfaction 
Satisfaction with supervision has a direct, positive and significant impact on job 
satisfaction as indicated by the significant path from SU to TS (lIO.26). Thus 
hypothesis Hsug was not rejected. 
Hsuro: Satisfaction with supervision has a direct, positive and significant impact 
on organizational commitment 
Satisfaction with supervision does not have a direct and positive impact on 
organizational commitment as indicated by the path from SU to OC ((i= -0.16). 
Thus hypothesis Hsuio was rejected. 
Hsmr Satisfaction with supervision has a direct, positive and significant impact 
on intention to stay 
Satisfaction with supervision does not have a direct and positive impact on intention 
to stay as indicated by the path from SU to IS ((3= -0.48). Thus hypothesis Hsuu was 
rejected. 
Hson: Satisfaction with supervision has a negative impact on actual turnover 
Satisfaction with supervision have a negative impact on actual turnover as indicated 
by the path from SU to AT (f=  -0.09). Thus hypothesis Hsmz was not rejected. 
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HwsFi3: Satisfaction with work-schedule flexibility has a direct, positive and 
significant impact on job satisfaction 
Satisfaction with work-schedule flexibility has a direct, positive and significant 
impact on job satisfaction as indicated by the significant path from WSF to TS 
((3-041). Thus hypothesis Hwsn3 was not rejected. 
Hwsetr: Satisfaction with work-schedule flexibility has a direct, positive and 
significant impact on organizational commitment 
Satisfaction with work-schedule flexibility has a direct, positive and significant 
impact on organizational commitment as indicated by the significant path from WSF 
to OC (p=0.08). Thus hypothesis Hwsrt4 was not rejected. 
HrvsF1s: Satisfaction with work-schedule flexibility has a direct, positive and 
significant impact on intention to stay 
Satisfaction with work-schedule flexibility has a direct, positive and significant 
impact on intention to stay as indicated by the significant path from WSF to IS 
(p-0.83). Thus hypothesis Hwsr15 was not rejected. 
HwtsFte: Satisfaction with work-schedule flexibility has a negative impact on 
actual turnover 
Satisfaction with work-schedule flexibility have a negative impact on actual 
turnover as indicated by the path from WSF to AT (p= -0.13). Thus hypothesis 
HwSF16was not rejected. 
Hrsrz Job satisfaction has a direct, positive and significant impact on 
organizational commitment 
Job Satisfaction has a direct, positive and significant impact on organizational 
commitment as indicated by the significant path from TS to OC (l=1.03). Thus 
hypothesis Hisn was not rejected. 
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Hzsa: Job satisfaction has a direct, positive and significant impact on intention 
to stay 
Job Satisfaction has a direct, positive and significant impact on intention to stay as 
indicated by the significant path from TS to IS ((3=0.90). Thus hypothesis thsis was 
not rejected. 
HTSi9: Job Satisfaction has a negative impact on actual turnover 
Job Satisfaction have a negative impact on actual turnover as indicated by the path 
from TS to AT ({i— -0.26). Thus hypothesis Hasiv was not rejected. 
Hoao: Organizational commitment has a direct, positive and significant impact 
on intention to stay 
Organizational commitment has a direct, positive and significant impact on intention 
to stay as indicated by the significant path from OC to IS (p=0.46). Thus hypothesis 
Hocse was not rejected. 
Hocv: Organizational commitment has a negative impact on actual turnover 
Organizational commitment has a negative impact on actual turnover as indicated by 
the path from OC to AT (fi= -0.16). Thus hypothesis Hocu was not rejected. 
Him: Intention to stay has a negative impact on actual turnover 
Teacher's Intention to stay does have a negative impact on Actual turnover as 
indicated by the path from IS to AT (p= -0.68), Thus hypothesis HS22 was not 
rejected. 
Table 4.26 presents a summary of results of hypotheses testing through SEM/path 
coefficients 
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Model and Path Coefficients 
Chi.Square-lSl2G8, dh-678; p-valueO$qO , RMSE 4OP 
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Table 4.26: Hypotheses Testing through Path Coefficients 
`.Fpothses
tl 
;~x,.::~' Results.' 
Hpst Pay satisfaction has a direct, positive and significant impact on Not 
job satisfaction Rejected 
Hps2 Pay satisfaction has a direct, positive and significant impact on Not 
organizational commitment Rejected 
Hpsi Pay satisfaction has a direct, positive and significant impact on Not 
intention to stay Rejected 
Hps, Pay satisfaction has a negative impact on actual turnover Not 
Rejected 
HAAS Satisfaction with promotion opportunities has a direct, positive 
and significant impact onjob satisfaction 
~JeC1~ 
H pae Satisfaction with promotion opportunities has a direct, positive Rejected and significant impact on organizational commitment 
Hre, Satisfaction with promotion opportunities has a direct, positive Rejected and significant impact on intention to stay 
Hpa& Satisfaction with promotion opportunities has a negative impact Rejected on actual turnover 
Hsu, Satisfaction with supervision has a direct, positive and Not 
significant impact on job satisfaction Rejected 
Hso, Satisfaction with supervision has a direct, positive and 
significant impact on organizational commitment Rejected 
Esout Satisfaction with supervision has a direct, positive and 
significant impact on intention to stay Rejected 
Hsot, Satisfaction with Supervision has a negative impact on actual Not 
turnover Rejected 
H,,,, Satisfaction with work-schedule flexibility has a direct, positive Not 
and significant impact on job satisfaction Rejected 
K,,,4 Satisfaction with work-schedule flexibility has a direct, positive Not 
and significant impact on organizational commitment Rejected 
H,s,,5 Satisfaction with work-schedule flexibility has a direct, positive Nor 
and significant impact on intention to stay Rejected 
Hbsr,, Satisfaction with work-schedule flexibility has a negative impact Not 
on actual turnover Rejected 
H7517 Job satisfaction has a direct, positive and significant impact on Not 
organizational commitment Rejected 
HvsJ2 Job satisfaction has a direct, positive and significant impact on Not 
intention to stay Rejected 
Hrsig Job Satisfaction has a negative impact on actual turnover Not 
Rejected 
Hoco Organizational commitment has a direct, positive and significant Not 
impact on intention to stay Rejected 
Hoczt Organizational commitment has a negative impact on actual Not 
turnover Rejected 
He,22 Intention to stay has a negative impact _on actual turnover Not 
Rejected 
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Mediation Analysis 
Mediation analysis was conducted to test the effect of job satisfaction (TS), 
organizational con mitment (OC) and intention to stay (IS) as mediators in the 
relationship between pay satisfaction (PS), satisfaction with promotion opportunities 
(PR), satisfaction with supervision (SU), work-schedule flexibility (WSF) and actual 
turnover (Al). 
M1 b M2 a M3 
a/  
As an illustration, a hypothetical model with three intermediate mediators 
labeled M1, M2 and M3 is shown above. Past researches have shown that an indirect 
effect of X on Y can be estimated by the product abed (e.g. Cheung, 2007; Cheung, 
2009; MacKinnon, 2000, 2008; MacKinnon at al., 1998, 2007). 
Three mediating variables were considered in the present study, viz. job satisfaction, 
organizational commitment and intention to stay. The indirect effect of each 
independent variable on the dependent variable via mediating variables was 
calculated individually and the results are provided in Table 4.27. 
Mediation exists if the coefficient of the direct path between the independent 
variable and the dependent variable is reduced when the indirect path via the 
mediator is introduced into the model (Bonds et al., 2007). The indirect effect can 
be estimated by the product of direct effect (J value) of independent variable on 
mediator variable and direct effect of mediator variable on dependent variable 
(Cheung, 2007; Cheung, 2009; MacKinnon, 2000). 
For instance, the indirect influence of pay satisfaction on actual turnover, in the 
present study, was calculated as follows: 
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Indirect effect airs on A 7 Effect of PS on,lsx effect ofJSon OCx effect of 
OC on ISx effect of IS on AT. 
Similar methodology was adopted by Mustapha (2010) as well. Partial mediation 
exists if the indirect effect is weaker than the direct effect (Mustapha, 2010). 
Tahle t27 Dirart & Indirect Effort of Indxnendnnt VarinbIss nn Dansndant Var 
Independent Variables (Retention factors) Direct Effect on 
AT (be p. Var. 
Indirect Effect on 
AT 	. Var.)  
Pay satisfaction (PS) 0.72 0.0432 
Satisfaction with Promotion Opportunities (PR) -0.58 -0.011 
Satisfaction with Supervision S 0.09 0.0064 
Work Schedule Flexibility SF 0.13 0.0087 
(a) Impact of pay satisfaction on actual turnover through job satisfaction, 
organizational commitment and intention to stay. 
Table 4.27 shows that the indirect effect (0.0432) was weaker than the direct effect 
(0.72). This means that indirect effect of pay satisfaction on actual turnover was 
partially mediated by job satisfaction, organizational commitment and intention to 
stay. 
(b) Impact of satisfaction with promotion opportunities on actual turnover 
through job satisfaction, organizational commitment and intention to stay. 
Table 4.27 shows that the indirect effect (-0.011) was weaker than the direct effect 
(-0.58).This means that indirect effect of satisfaction with promotion opportunities 
on actual turnover was partially mediated by job satisfaction, organizational 
commitment and intention to stay. 
(c) Impact of satisfaction with supervision on actual turnover through job 
satisfaction, organizational commitment and intention to stay. 
Table 4.27 shows that the indirect effect (0.0064) was weaker than the direct effect 
(0.09). This means that indirect effect of satisfaction with supervision on actual 
turnover was partially mediated by job satisfaction, organizational commitment and 
intention to stay. 
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(d) Impact of satisfaction with workschedule flexibility on actual turnover 
through job satisfaction, organizational commitment and intention to stay 
Table 4.27 shows that the indirect effect (0.0087) was weaker than the direct effect 
(0.0272). This means that indirect effect of work-schedule flexibility on actual 
turnover was partially mediated by job satisfaction, organizational commitment and 
intention to stay. 
Criterion Validity 
A powerful indicator of the validity of a measure is its ability to accurately predict 
performance on other, independent outcome measures (referred to as criterion 
measures). Criterion validity is a measure of how well scales representing the 
various independent (predictor) variables are related to measures of dependent 
(criteria) variable. The relationship between independent and dependent variables in 
the present study, as assessed by SEM, have already been discussed at length above. 
Table 4.31 which summarizes the results of hypotheses testing explains criterion-
validity. It may be inferred from the table that in cases where hypotheses have not 
been rejected, there is a significant, direct and positive relationship between 
variables, thus indicating that criterion-validity is high. Thus, condition for criterion 
validity is successfully addressed. 
Researchers are often faced with issues concerning first and second order factors of 
a given phenomenon. A first order factor is a unidimensional factor determined 
directly from its indicators. Second order factors are higher in abstraction and may 
have numerous first order factors embedded within the second order factor 
(Anderson et al., 1987). For example, retention factors in this study are a second 
order factor while PS, PR, SU & WSF may be seen as first order factors. In case of 
such factors, the researcher needs to examine how the respondents view the 
phenomenon. This question can be statistically answered by examining the 
correlation-coefficients between first order factors (Garver & Mentzer, 1999). If the 
correlations are below 0.70, then respondents most likely view the phenomenon at a 
first order factor level, whereas, if the correlations are relatively high (i.e. above 
0.70) then from a statistical perspective the respondents are viewing this 
phenomenon at the second order factor level. However, it should be noted tits 
statistical data should not be the only consideration in determining which variably 
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to be studied in the structural model. The researcher should also bring theoretical 
interests to this issue i.e. would a first or second order factor model better answer the 
research question? Both theoretical and statistical issues should be considered when 
determining the level of factors to be specified in the model (Garver & Mentzer, 
1999). In the present study, theoretical considerations as well as correlation values, 
as evident from Exhibit 4.8, prompted that it was correct to take up sub dimensions 
of retention factors (PS, PR, SU & WSF) as independent study constructs (first order 
factors). 
4.6 Tests of Differences 
Independent samples T-test using SPSS 17.0 was deployed in order to test 
hypotheses H01 to H02). 
Gender: Differences among the mean scores of various study variables on the basis 
of gender of the respondents were assessed. Respondents were categorized as Mates 
and Females. Following are the hypotheses related to the gender of respondents. 
Hal: There is no significant difference in the mean scores of pay satisfaction 
between Males and Females 
Significant differences were not observed on the dimension of pay satisfaction 
(t=.466, p> .05) between Males (Mean=2.57, SD=.77) and Females (Mean=2.53, 
SD=.76). Thus, the null hypothesis Holwas not rejected. 
Hot: There is no significant difference in the mean scores of satisfaction with 
promotion opportunities between Males and Females 
Significant differences were not observed on the dimension of satisfaction with 
promotion opportunities (t=.340, p> .05) between Males (Mean=2.90, SD-.62) and 
Females (Mean=2.88, SD=.61). Thus, the null hypothesis Het was not rejected. 
PLY'] 
H03: There is no significant difference in the mean scores of satisfaction with 
supervision between Males and Females 
Significant differences were observed on the dimension of satisfaction with 
supervision (t= -2.59, p< .05) between Males (Mean=2.68, SD=,62) and Females 
(Mean=2.87, SD=.67). Thus, the null hypothesis Hp3 was rejected. 
HS; There is no significant difference in the mean scores satisfaction with 
work-schedule flexibility between Males and Females 
Significant differences were not observed on the dimension of satisfaction with 
work-schedule flexibility (t= -1.92, p> .05) between Males (Mean=2.99, SD=.72) 
and Females ( Mean=3.14, SD=.67). Thus, the null hypothesis H04 was not rejected. 
H05: There is no significant difference in the mean scores of job satisfaction 
between Males and Females 
Significant differences were not observed on the dimension of job satisfaction (tt -
.28, p> .05) between Males (Mean=2.90, SD=.75) and Females (Mena=2.92, 
SD=.82). Thus, the null hypothesis H05 was not rejected. 
'46: There is no significant difference in the mean scores of organizational 
commitment between Males and Females 
Significant differences were not observed on the dimension of organization 
commitment (t= -.57, p> .05) between Males (Mean=2.81, SD=.70) and Females 
(Mean=2.85, SD=.69). Thus, the null hypothesis 146 was not rejected. 
Ho7: There is no significant difference in the mean scores of intention to stay 
between Males and Females 
Significant differences were not observed on the dimension of intention to stay 
(t= -1.71, p> .05) between Males (Mean-2.76, SD=.57) and Females (Mean—=2.88, 
SD=.63). Thus, the null hypothesis Ho7 was not rejected. 
151 
Marital Status: Differences among the mean scores of various study variables on 
the basis of marital status of the respondents were assessed. Respondents were 
categorized as Married and Single. Following are the hypotheses related to the 
marital status of respondents. 
Hf&: There is no significant difference in the mean scores of pay satisfaction 
between Married and Single 
Significant differences were observed on the dimension of pay satisfaction (t-2.82, 
p < .05) between Married (Mean=2.41, SD-0.73) and Single (Mean=2.65, 
SD=0.78). Thus, the null hypothesis Hs8 was rejected. 
He9: There is no significant difference in the mean scores of satisfaction with 
promotion opportunities between Married and Single 
Significant differences were observed on the dimension of satisfaction with 
promotion opportunities (t=3.22, p < .05) between Married (Mean=2.76, SD=0.55) 
and Single (Mean=2.99, SD-0.65) Thus, the null hypothesis 149 was rejected. 
Ho JO: There is no significant difference in the mean scores of satisfaction with 
supervision between Married and Single 
Significant differences were not observed on the dimension of satisfaction with 
supervision (t= -0.51, p> .05) between Married (Mean=2.79, SD°0.62) and Single 
(Mean=2.75, SD=0.68). Thus, the null hypothesis H010 was not rejected. 
Hotl: There is no significant difference in the mean scores of satisfaction with 
work-schedule flexibility between Married and Single 
Significant differences were not observed on the dimension of satisfaction with 
work-schedule flexibility (t=0.47, p >.05) between Married (Mean=3.04, 5D=.63) 
and Single (Mean=3.08, SD=0.75). Thus, the null hypothesis H011 was not rejected. 
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H012: There is no significant difference in the mean scores of job satisfaction 
between Married and Single 
Significant differences were observed on the dimension of job satisfaction (t=3.15, 
p <.05) between Married (Mean=2.75, SD=.S1) and Single (Mean=3.03, SD=0.74). 
Thus, the null hypothesis Hp12 was rejected. 
H913: There is no significant difference in the mean scores of organizational 
commitment between Married and Single 
Significant differences were observed on the dimension of organizational 
commitment (t=2.63, p <.05) between Married (Mean=2.71, SD=0.66) and Single 
(Mean=2.92, SD=.71). Thus, the null hypothesis H013 was rejected. 
H014: There is no significant difference in the mean scores of intention to stay 
between Married and Single 
Significant differences were observed on the dimension of intention to stay (t=3.15, 
p <.05) between Married (Mean=2.75, SD=0.81) and Single (Mean=3.03, SD-0.74). 
Thus, the null hypothesis H014 was rejected. 
Experience: Differences among the mean scores of various study variables on the 
basis of the two Experience Groups of the respondents were assessed. Respondents 
were categorized as teachers having less than 5 years of experience and 5 or more 
than 5 years of experience. Following are the hypotheses related to the experience of 
respondents. 
HolS: There is no significant difference in the mean scores of pay satisfaction 
between the two Experience Groups 
Significant differences were not observed on the dimension of pay satisfaction 
(t= -0.525, p >.05) between respondents with (add this is all remaining hypotheses) 
less than 5 years experience (Mean=2.53, SD=0.77) and 5 or-more than 5 years 
experience (Mean=2.64, SD=0.65) group. Thus, the null hypothesis H015 was not 
rejected. 
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Ho16.• There is no significant difference in the mean scores of satisfaction with 
promotion opportunities between the two Experience Groups 
Significant differences were not observed on the dimension of satisfaction with 
promotion opportunities (t= -0.027, p >.05) between less than 5 years experience 
(Mean=2.89, SD=.63) and 5 or more than 5 years experience (Mean=2.88, 
SD=O:54) group. Thus, the null hypothesis H016 was not rejected. 
H917: There is no significant difference in the mean scores of satisfaction with 
supervision between the two Experience Groups 
Significant differences were not observed on the dimension of satisfaction with 
supervision (t=-1.69, p >.05) between respondents with less than 5 years experience 
(Mean=2.75, SD=0.65) and S or more than 5 years experience (Mean=3.05, 
SD=.62) group. Thus, the null hypothesis H017 was not rejected. 
H18: There is no significant difference in the mean scores of satisfaction with 
work-schedule flexibility between the two Experience Groups 
Significant differences were not observed on the dimension of satisfaction with 
work- schedule flexibility (t= -0.129, p >.05) between respondents with less than 5 
years experience (Mean=3.05, SD=0.70) and 5 or more than 5 years experience 
(Mean=3.07, SD=.73) group. Thus, the null hypothesis H018 was not rejected. 
H19: There is no significant difference in the mean scores of job satisfaction 
between the two Experience Groups 
Significant differences were not observed on the dimension of job satisfaction (t= 
-1.007, p >.05) between respondents with less than 5 years experience (Mean=2.89, 
SD=0.78) and 5 or more than 5 years experience (Mean=3.10, SD=0.81) group. 
Thus, the null hypothesis Ho19 was not rejected. 
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H020: There is no significant difference in the mean scores of organizational 
commitment between the two Experience Groups 
Significant differences were not observed on the dimension of organizational 
commitment (t= -1.236, p >.05) between respondents with less than 5 years 
experience (Mean=2.81, SD=0.68) and 5 or more than 5 years experience 
(Mean=3.04, SD=0.77) group. Thus, the null hypothesis H020 was not rejected. 
He21: There is no significant difference in the mean scores of intention to stay 
between the two Experience Groups 
Significant differences were not observed on the dimension of intention to stay 
(t= -0.493, p >.05) between respondents with less than 5 years experience 
(Mean=2.81, SD=0.58) and 5 or more than 5 years experience (Mean=2.89, 
SD~.76) group. Thus, the null hypothesis H021 was not rejected. 
Table 4.28A to Table 4.30E presents group statistics and independent samples T-test 
respectively. 
Table 4.31 presents a summary of the results of independent sample T-tests. 
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Table 4.28A: Group Statistics (Gender) 
Construct Demographic feature N Mean 
Std. 
Deviation 
Std. Error 
Mean 
~ 	4enderr^t' f  3 ?1F". 
Cumulative PS 
Male 160 2.5708 .77670 .06140 
Female 150 2.5300 .76561 .06251 
Cumulative PR 
Male 160 2.9073 .62606 .04949 
Female 150 2.8833 .61268 .05002 
Cumulative SU 
Male 160 2.6813 .62505 .04941 
Female 150 2.8733 .67726 .05530 
Cumulative WSF 
Male 160 2.9906 .72401 .05724 
Female 150 3.1433 .67197 .05487 
Cumulative TS 
Male 160 2,9013 .75636 ,05980 
Female 150 2.9267 .82459 .06733 
Cumulative CO 
Male 160 2.8135 .70819 .05599 
Female 150 2.8589 69023 .05636 
Cumulative IS 
Male 160 2.7650 .57431 .04540 
Female 150 2.8827 .63083 .05151 
Table 4.288: Independent Samples Test (Gender) 
Construct/Nature of Variance Levene's Test T-test Results 
F Sig. t df Sig. (2-taiied) 
Cumulative PS Equal 
(Gender) 
variances .001 .981 ,466 308 .642 
assumed 
Cumulative PR Equal .054 .817 .340 308 .734 
(Gender) variances 
assumed 
Cumulative SU Equal 1.126 .289 -2.597 308 .010 
(Gender) variances 
assumed 
Cumulative Equal .345 .558 -1.921 308 .056 
WSF variances 
(Gender) assumed 
Cumulative TS Equal 2.163 .142 -.238 308 .777 
(Gender) variances 
assumed 
Cumulative Equal .102 .749 -.570 308 .569 
CO variances 
(Gender) assumed 
Cumulative IS Equal 2.016 .157 -1.719 308 .087 
(Gender) variances 
assumed 
156 
Table 4.29A: Group Statistics (Marital Status) 
Construct Demographic feature N Mean 
Std. 
Deviation 
Std. Error 
Mean 
Marital Status  
Married 136 2.4130 .73310 .06286 
CumulativePS Single 174 2.6590 .78354 .05940 
Married 136 2.7696 .55298 .04742 
Cumulative PR Single 174 2.9943 .65030 .04930 
Married 136 2.7960 .62227 .05336 
Cumulative SU 
Single 174 2.7572 .68396 .05185 
Married 136 3.0429 .63213 .05420 
Cumulative WSF Single 174 3,0814 .75408 .05717 
Married 136 2.7559 .81529 .06991 
Cumulative TS Single 174 3.0368 .74711 .05664 
Married 136 2.7181 .66744 .05723 
Cumulative CO Single 174 2.9272 .71082 .05389 
Married 136 2.7309 .60191 .05161 Cumulative IS Single 174 2.5931 .59813 .04534 
Table 4.29B: Independent Samples Test (Marital Status) 
Construct/Nature of Variance Levene's Test T-test Results 
F Sig, t df Sig. (2-tai1ed) 
Cumulative PS Equal 
(Marital variances .796 .373 2.821 308 .005 
Status) assumed 
Cumulative PR Equal 6.086 .014 3.220 308 .001 
(Marital variances 
Status) assumed 
Cumulative SU Equal .308 .579 -.515 308 .607 
(Marital variances 
Status) assumed 
Cumulative Equal 4.824 .029 .479 308 .633 
WSF variances 
(Marital assumed 
Status) 
Cumulative TS Equal .222 .638 3.156 308 .002 
(Marital variances 
Status) assumed 
Cumulative Equal 3.576 .060 2.639 308 .009 
CO variances 
(Marital assumed 
Status) 
Cumulative IS Equal .107 .744 2.363 308 .019 
(Marital variances 
Status) assumed 
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Table 4.30A: Group Statistics (Experience) 
Construct Demographic feature N Mean 
Std. 
Deviation 
Std. Error 
Mean 
Cumulative PS 
<5 Years 280 2.5369 .77780 .04648 
>5 Years 30 2.6833 .69529 .12694 
Cumulative PR 
<5 Years 280 2.8935 .63017 .03766 
>5 Years 30 2.9167 .50808 .09276 
Cumulative SU 
<5 Years 280 2.7563 .65563 .03918 
>5 Years 30 2.9417 .65549 .11968 
Cumulative WSF 
<5 Years 280 3.0536 .70408 .04208 
>5 Years 30 3.1667 .68927 .12584 
Cumulative TS 
<5 Years 280 2.8979 .78077 .04666 
>5 Years 30 3.0600 .86167 .15732 
Cumulative CO 
<5 Years 280 2.8185 .68499 .04094 
>5 Years 30 2.9944 .81236 .14382 
Cumulative IS 
<5 Years 280 2.8157 .58442 .03493 
>5 Years 30 2.8800 .77477 .14145 
Table 4.306: Independent Samples Test (Experience) 
Construct/Nature of Variance Levene's Test T-test Results 
F Sig. t df Sig. (2-tailed) 
Cumulative PS Equal 
(Experience) variances .013 .911 -.989 308 .323 assumed 
Cumulative Equal 1.215 .271 -.195 308 .846 
PR variances 
(Experience) assumed 
Cumulative SU Equal .002 .962 -1.472 308 .142 
(Experience) variances 
assumed 
Cumulative Equal .022 .883 -.838 308 403 
WSF variances 
(Experience) assumed 
Cumulative TS Equal .045 .833 -1.007 293 .315 
(Experience) variances 
assumed 
Cumulative Equal .694 .405 -1.236 293 .217 
CO variances 
(Experience) assumed 
Cumulative IS Equal 7.907 .005 •.553 308 .581 
(Experience) variances 
assumed 
158 
Table 4.31: Summary of the results of Test of Differences 
Hypotheses 	 <_.,-r 3 	- 	„j : °Resalts 
Hal There is no significant difference in the mean scores of pay satisfaction Not 
between Males and Females 	 I Rejected 
Hot There is no significant difference in the mean scores of satisfaction with Not 
promotion opportunities between Males and Females Rejected 
Hsi There is no significant difference in the mean scores of satisfaction with 
supervision between Males and Females Rejected 
HS There is no significant difference in the mean scores satisfaction with Not 
work-schedule flexibility between Males and Females Rejected 
Has There is no significant difference in the mean scores ofjob satisfaction Not 
between Males and Females Rejected 
Ho6 There is no significant difference in the mean scores of organizational Not 
commitment between Males and Females Rejected 
H07 There is no significant difference in the mean scores of intention to stay Not 
between Males and Females Rejected 
Ho8 There is no significant difference in the mean scores of pay satisfaction 
Rejected between Married and Single 
149 There is no significant difference in the mean scores of satisfaction with 
promotion opportunities between Married and Single Rejected 
Ha10 There is no significant difference in the mean scores of satisfaction with Not 
supervision between Married and Single Rejected 
1411 There is no significant difference in the mean scores of satisfaction with Not 
work-schedule flexibility between Married and Single Rejected 
1412 There is no significant difference in the mean scores ofjob satisfaction 
between Married and Single Rejected 
H1I3 There is no significant difference in the mean scores of organizational 
commitment between Married and Single Rejected 
H44 There is no significant difference in the mean scores of intention to stay 
between Married and Single Rejected 
Ho15 There is no significant difference in the mean scores of pay satisfaction Not 
between the two Experience Groups Rejected 
Hol6 There is no significant difference in the mean scores of satisfaction with Not 
promotion opportunities between the two Experience Groups Rejected 
HOI7 There is no significant difference in the mean scores of satisfaction with Not 
supervision between the two Experience Groups Rejected 
Ho18 There is no significant difference in the mean scores of satisfaction with Not 
work-schedule flexibility between the two Experience Groups Rejected 
Ho19 There is no significant difference in the mean scores ofjob satisfaction Not 
between the two Experience Groups Rejected 
H020 There is no significant difference in the mean scores of organizational Not 
commitment between the two Experience Groups Rejected 
He21 There is no significant difference in the mean scores of intention to stay Not 
between the two Experience Groups Rejected 
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CHAPTER 5: FINDINGS, DISCUSSIONS AND CONCLUSIONS 
Chapter Overview 
This chapter presents a discussion of the findings based on the analysis undertaken. A 
comparison of the findings of the present research is drawn in light of previous 
researches and studies. The chapter ends with the presentation of conclusions drawn 
from the study. 
5.1 Findings and Discussion 
5.1.1 Respondent Profile 
The respondents of the study were teachers of Indian B-Schools. Indian B-schools are 
facing acute shortage of teachers due to sharp rise in the demand of management 
education and opening up of new management institutes/B-schools in considerably 
large numbers. Since, the study focused on teacher turnover and retention in Indian B-
Schools, these respondents were believed to be in the best position to provide the 
required information. The relationship of teacher characteristics to attrition has been 
studied fairly extensively (i.e. Darling-Hammond, 2003; Grissmer & Kirby, 1987). 
Campion states that "information on voluntariness is more likely to be complete if it is 
collected from former employees and supervisors as well as from personnel files" 
(1991: 210). As noted, in this study we were able to confirm from conversations with 
both administrative personnel and the employees themselves, along with examination of 
the B-schools' personnel files that turnover was voluntary, 
Thus, the selection of respondents in the present research was appropriate for a study 
on teachers' turnover. 
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5.1.2 Response Rate 
The response rate comes out to be close to 78% which was deemed fairly appropriate 
for survey based research studies of this type (Babbie, 2001; Hager et af., 2002). This 
was possible because primarily the data was collected through personal interaction with 
the respondents. The response rate in the present study is relatively higher as compared 
to similar researches in the area. The response rate is as low as 17.4 percent (Pare & 
Tremblay, 2000), 35 percent (Connell, 2005), 42 percent (Khilji & Wang, 2007), 43.5 
percent (Anafarta, 2011), 40.8 percent (Malik et al., 2010), 49.2 percent (Koustelios, 
2001), and 48 percent (Joo & Park, 2010) in some of the other related studies. 
In the present study, the response rate of 78% provides a substantial number of 
respondents in absolute terms to yield reliable statistical outcomes. In addition to 
response rate, item completion rate of 99% is indicative of the interest and involvement 
with which the respondents provided the feedback. 
For proceeding with Structural Equation Modeling (SEM) procedure in, LISREL 
8.50, Garver and Mentzer (1999) and Hoeker (1983)proposed a `critical' sample size 
of 200. Since, the present study had a sample of 310 teachers, SEM could be 
conveniently adopted. 
5.1.3 Assessment of the Measurement Model 
Measurement model was assessed to see how well the observed indicators serve as a 
measurement instrument for the latent variables. Measurement analysis employing 
Exploratory Factor Analysis (EFA) was performed on all seven scales viz. Pay 
Satisfaction (PS), Satisfaction with promotion opportunities (PR), Satisfaction with 
supervision (SU), Satisfaction with work-schedule flexibility (WSF), Job satisfaction 
(TS), Organizational commitment (OC) and Intention to stay (IS). 
EFA: A principal component factor analysis with Varimax rotation was conducted on 
all items without resorting to forced extraction. EFA was performed on each scale 
separately to check as to whether all items load on single construct. To determine if the 
data are likely to factor well, before proceeding with EFA, Kaiser-Meyer-Olkin (KMO) 
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Measure of Sampling Adequacy and Bartlett's test of Sphericity were performed which 
were found satisfactory in all cases. Also, during EFA all the seven scales, except SU 
scale, were found to be unidimensional. EFA on the SU scale yielded three factors. 
Items with low loadings on the principal factor were deleted. As a result, only four 
items in the SU scale were retained which gave a unidimensional scale. 
The results obtained in EFA showed that the scales were unidimensional in nature. 
5.1.3.1 Reliability 
Once the unidimensionality of scales was established, an assessment of the statistical 
reliability was performed.. Two types of reliability estimates were calculated (1) 
Indicator reliability and (2) Scale reliability. 
Indicator Reliability: Most indicators had loadings on the latent variable of more than 
0.5 or close to it in case of all the seven constructs. Indicator reliability was also close 
or more than 0.7 in most cases. Thus the indicator reliability was found to be acceptable 
in light of the recommended values. 
Scale Reliability: Scale reliability was assessed by employing three measures 
:• Cronbach's coefficient alpha: Reliability assessment of the seven scales 
returned Cronbach alpha values higher than the recommended 0.7. 
:• Construct Reliability (CR): The CR values as computed exceeded the 
recommended value of 0.6 for all scales. 
•• Variance Extracted (VE): The VE values exceeded or were close to the 
recommended value of 0.05. 
The researcher has come across only a few studies in the area that have attempted to 
assess all the above type of reliability. Hence, the present study addresses this gap. 
All seven scales exhibited acceptable indicator and scale reliability. 
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5.1.3.2 Validity 
Various forms of construct validity i.e. convergent, discriminant, predictive and 
criterion validity were assessed. 
L Convergent validity: Convergent validity was assessed using various methods. 
Since the seven scales possessed unidimensionality and high internal 
consistency, evidence of at least moderate convergent validity existed. Further, 
all items were found to load on their hypothesized dimensions and the estimates 
were positive and siguificant. All parameter estimates had loadings of more than 
0.50, thus also indicative of relatively high convergent validity. Furthermore, all 
t-values were over 2 (p=0.001), thus indicating that convergent validity was 
high. The convergent validity of a scale can also be measured using the Bentler-
Bonnet coefficient (i.e. NFl and NNFI). Tn the present case, all scales had a 
Bentler-Bonnet coefficient greater than recommended 0.9, indicating strong 
convergent validity. 
•:• Discriminant validity: Discriminant validity was assessed employing the 
method suggested by Ferrell and Larcicer (1981). Average Variance Extracted 
(AVE) and Shared Variance (SV) were calculated and compared for all seven 
scales. It was found that AVE, for most of the construct, is greater than its SV 
with any other construct, suggesting existence of discriminant validity. 
•D Predictive validity: Since PS, PR, SU, WSF, TS, OC and IS are constructs 
predicting employee turnover, theoretically they are expected to correlate. SEM 
procedure was used to ascertain the correlation and determine predictive 
validity. All correlation values were found to be positive and significant thus 
giving proof of predictive validity. 
The present study is again unique in the sense that it assesses all four forms of construct 
validity i.e. convergent, discriminant, predictive and criterion validity. 
The seven scales exhibited high convergent, discriminant and predictive validity. 
Criterion validity was assessed during assessment of the structural model 
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5.1.4 Assessment of the Structural Model 
The Structure Equation Modeling (SEM) capabilities of LISREL 8.50 were employed to 
assess the conceptual research model illustrated in Exhibit 3.4B (chapter 3). The 
hypothesized relationships in the model were tested simultaneously. 
None of the moderating variables (viz, gender, marital status and experience) were 
found to be significantly correlated with the study variables (all correlation values 
indicate weak correlation) hence they were not incorporated in the structural model. 
It was found that structural model fits the data well. The RMSEA value (0.063) falls 
below the recommended maximum of .08 or 0.10 and values of NFI (0.921), NNFI 
(0.947 and CFI (0.952) all exceeded the recommended 0.90 level, indicating good fit. 
The relative Chi-square/degrees of freedom value of 2.24 was less than the 
recommended value of 3.00. 
SEM was used to establish the relationship between retention factors (PS, PR, SU and 
WSF) as exogenous variables, TS, OC and IS as both exogenous and endogenous 
variables and actual turnover (AT) as endogenous variable. 
5.1.4.1 Path Analysis and Hypotheses Testing 
Path analysis of the structural model helped in testing the research hypotheses. The 
results for the seven constructs may be summarized as follows: 
❖ PS had a direct, significant and positive impact. on TS, OC and IS but does not 
have a significant negative impact on AT. 
•S PR does not had a direct and positive impact on TS, OC and IS but it had a 
negative impact on AT. 
:• SU had a direct, significant and positive impact on TS but did not have a direct 
and positive impact on OC and IS. It also did not have a negative impact on AT. 
•:• WSF had a direct, significant and positive impact on TS, OC and IS but it did 
not have a negative impact on AT. 
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•e TS had a direct, significant and positive impact on OC and IS but it did not have 
a negative impact on AT. 
•e OC had a significant, direct and positive impact on IS and had a negative impact 
on AT. 
: SS had a negative impact on AT. 
Pay satisfaction (PS). Satisfaction with supervision (SU) and Satisfaction with work-
schedule flexibility (WSF) were found to have a direct, significant and positive impact 
on job satisfaction. The findings of the study corroborate with earlier researches on the 
relationship of pay satisfaction with job satisfaction (i.e. Brown & Peterson, 1993; 
Droussiotis & Austin, 2007; Lambert etal., 2001; Roberts & Chonko, 1997; Sharma & 
Bajpai, 2011; Singh et al., 2004), satisfaction with supervision and job satisfaction (i.e. 
Graham & Messner, 1998; Koustelios, 2001; Peterson et al., 2003; Smucker et al., 
2003; Wech, 2002) as well as satisfaction with work-schedule flexibility and job 
satisfaction (i.e. Bakes et al., 1999; De Carufel & Schaan, 1990). Study finding 
suggesting that satisfaction with promotion opportunities did not had a direct and 
positive impact on job satisfaction is inconsistent with the findings of Ellickson and 
Logsdon (2002), Oshagbemi (1997), Pergamit and Veum (1999), Peterson et al., (2003) 
and Sclafane (1999) where satisfaction with promotion opportunities was directly finked 
with job satisfaction. Promotion opportunities were not found to be an important factor 
influencing overall job satisfaction of teachers. This could be because of the reason that 
in most Indian management institutes, promotion is normally granted after a certain 
period of service and is not linked directly with performance as is seen in the corporate 
sector. 
It was found that pay satisfaction and satisfaction with work-schedule flexibility were 
having a significant, direct and positive impact on organizational commitment. The 
findings of the study corroborate with earlier researches on the relationship of pay 
satisfaction with organizational commitment (i.e. Azeem, 2010; Crewson, 1997; Lam & 
Zhang, 2003; Martocchio, 2009; McElroy, 2001) as well as relationship between 
satisfaction with work-schedule flexibility and organizational commitment (i.e. Aryce et 
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al., 1998; Bragger et al., 2005; Scanthira & Lankau, 1997). Satisfaction with 
supervision was found not to be having a significant and positive impact on 
organizational commitment which is inconsistent with the findings of Joiner and 
Bakalis (2006). They stated that the academic head of department, who offers support, 
shares concerns and provides useful job-related information, is likely to have a positive 
influence on academics' organizational commitment. Satisfaction with promotion 
opportunities was also not found to be having a significant and positive impact on 
organizational commitment. This fmding did not support the earlier research findings 
which state that satisfaction with promotioilpromotioa opportunities had a significant 
and positive impact on organizational commitment (i.e. Iles at at, 1990; Iverson & 
Buttigieg, 1999; Kalleberg & Mastekaasaz, 1994; Snell & Dean, 1992; Young et al., 
1998). 
Pay satisfaction was found to have a significant, direct and positive impact on intention 
to stay. The finding was in line with earlier studies which noted a positive relationship 
between pay satisfaction and intention to stay (i.e. Chew & Chen, 2008; Pare & 
Tremblay, 2000; Theobald, 1990) and studies that had quoted a negative relationship 
between pay satisfaction and employee turnover (i.e. Brewer, 1996; DeConinek & 
Stilwell, 2004; Gritz & Theobald, 1996; Gustafson, 2002; Martin, 2003; Roberts & 
Chonko, 1997; Tekleab et al., 2005). Satisfaction with work-schedule flexibility was 
also found to have a significant, direct and positive impact on intention to stay. The 
finding corroborates with previous researches which come up with similar findings (i.e. 
Allen, 2001; Anderson et at, 2002; Aryee et al., 1998; Landauer, 1997; Shankar et al., 
2010; Simons, 2008; Thompson et al,, 1999;). Major theoretical reviews of the 
withdrawal literature characterize the promotion-turnover relationship as consistently 
negative (Carson et al., 1994; Fajoutu & Saporta, 2003; Porter & Steers, 1973), 
moderately negative (Cotton & Tuttle, 1986; Mobley, 1982) and weakly negative 
(Price, 1977). The study's finding supported these arguments as it was found that 
satisfaction with promotion opportunities did not has a significant, direct and positive 
impact on intention to stay. However, there are also studies in literature that maintains 
that satisfaction with promotionipromotion opportunities has a direct and positive 
impact on employee turnover behavior (e.g. Taylor, 1997). 
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It was also found that pay satisfaction, satisfaction with supervision and satisfaction 
with work-schedule flexibility had a negative impact on actual turnover status. The 
findings corroborate with the findings of earlier studies related to pay satisfaction (i.e. 
Griffeth et al, 2000; Gritz & Theobald, 1996; Gustafson, 2002; Martin, 2003), 
satisfaction with supervision/supervision (Bauer et al., 2006; Cotton & Tuttle, 1986; 
Creamer & Winston, 2002; Keashly & lagatic, 2000; Le Blanc et all, 1993; Meyer & 
Smith, 2000) and satisfaction with work schedule flexibility (Allen, 2001; Anderson at 
al., 2002; Aryee et al., 1998; Landauer, 1997; Simons, 2008). 
In the light of above discussion it can be inferred that the majority of hypothesized 
relationships between retention factors and other study variables were supported in 
the study. 
Job satisfaction was having a significant, direct and positive impact on organizational 
commitment. Previous researches have also revealed similar findings (e.g. Abbott et al., 
2006; Ahuja et al., 2001; Awang & Abmad, 2010; Liao et al., 2008; Lin & Lin, 2011; 
Markovits et al., 2007; Naval & Bajpai, 2010). Job satisfaction was also found to be 
having a direct, positive and significant impact on intention to stay. The finding is in 
line with findings of Gersten et a1. (2001), Porter et at (1974) and Brown (1986). There 
are many studies in the past that had established a negative relationship between job 
satisfaction and turnover (Amah, 2009; Beckerman & Iimakunnas, 2004; Clark, 2001; 
Falkenburg & Scyns, 2007; Goldman et al., 2008; Kristensen et al., 2004; Levy-
Garboua et al., 2007; Lum et al., 1998; Mudor & Tooksoon, 2011; Niederman & 
Sumner, 2003; Rajendran & Chandramohan, 2010; Schields & Price, 2002; Thatche et 
al., 2003). Since the present study reveals a positive relationship of job satisfaction with 
intention to stay it can be said that the findings are similar to the above mentioned 
studies. Studies in the context of teachers had also noted similar findings. It was 
maintained that increasing teachers' job satisfaction is one of the most important ways 
to reduce attrition (e.g., Billingsley & Cross, 1992; Billingsley et al., 1995; Brownell et 
al., 1997; Cross & Billingsley, 1994; Gersten et al., 2001; Singh & Billingsley, 1996; 
Westling & Whitten, 1996; Whitaker, 2000). 
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The findings suggest that organizational commitment has a direct, significant and 
positive impact on intention to stay, The finding corroborate with earlier studies focused 
on similar relationship (e.g. Chew &. Chan, 2008; Igbaria at al., 1991; Meyer at al., 
1989; Mowday at al., 1982). A negative relationship between organization commitment 
and turnover was also established in the study which is in line with previous studies 
(e.g. Cooper-Hakim & Viswesvaran, 2005; Goldman at al„ 2008; Lum at al., 1998; 
Mosadeghrad etal., 2008; Pare & Tremblay, 2007; Tang etal., 2004). The findings are 
consistent with the results of Addae at al. (2006). They found that employees who are 
thinking about leaving are likely uncommitted than those involved in the organization. 
It seems possible that these results are due to the fact that employees may wish to 
sustain their attachment in order to achieve individual effectiveness. Also, the findings 
are consistent with the results of Zhao at al (2007) and Pare& Tremblay (2007). 
Intention to stay was found to have a negative impact on actual turnover status. Several 
other earlier studies have shown similar findings (e.g. Black & Stevens, 1989; Carsten 
& Spector; 1987; Iverson, 1996; Mobley, 1982; Steel & Ovalle; 1984; Steers 
&Mowday, 1981). Considering that intention to stay is simply the converse of the 
turnover (quit) intention (Kim at al., 1996) and is the positive aspect compared to the 
intention to leave (Liu, 2000) it can also be maintained that the study's finding 
corroborates with the findings of studies that have established a positive relationship 
between turnover (quit) intention and actual turnover (e.g. Goldman at al., 2008; 
Mosadeghrad etal., 2008; Pare & Tremblay, 2007; Price, 2001). 
It is to be noted that although in some cases; significant, direct and positive relationship 
could not be established between exogenous and endogenous variables, it does not 
imply that relationships are negative. The path coefficients in these cases imply that 
direct relationships does not exist and there is a possibility of some other mediating 
variable being associated with the constructs in question. This aspect needs to be 
explored in future researches. 
Although the structural model did converge, »nixed support was found for the 
hypothesized relationship between each of the constructs. 
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5.1.5 Criterion Validity 
The relationship between independent, mediating and dependent variables in the present 
study, as assessed by SEM, shows that there is a significant, direct and positive linkage. 
It is noteworthy that in most cases the hypotheses were not rejected. This provides 
sufficient evidence of criterion validity. 
Thus, the study sufficiently addresses the condition for criterion validity. 
5.1.6 Mediation Analysis 
The findings reveal that job satisfaction, organizational commitment and intention to 
stay partially mediate the relationship between all the four retention factors (PS, PR, SU 
and WSF) and actual turnover respectively. Past researches have also come up with 
similar findings where the role of job satisfaction, as a mediator variable in the turnover 
process, was established (Addae & Parboteeah, 2006; Cha, 2008; Chiu & Francesco, 
2003; Han & Jekel, 2011). Organizational commitment (Addae & Parboteeah, 2006; 
Chiu & Francesco, 2003) and intention to stay (Allen et aL, 2003; Ariff 1988) were 
also found to be acting as mediating variable in earlier study models on employee 
turnover as well. 
5.1.7 Test of Differences 
Findings of the study reveal that there is no significant gender influence on retention 
factors (except satisfaction with supervision), TS, OC and IS. This implies that both 
male and female teachers have the intentions of staying at the job. Also, both male and 
female teachers have the same level of job satisfaction & organizational commitment. 
The finding corroborates with Onovoh (2006), who identifies in his study that male and 
female teachers experience the same level of job satisfaction, 
Respondents' profile was classified into three demographic categories viz. Gender 
(male and female), Marital Status (married and single) and Experience (less than five 
years and more than five years). Independent sample T-test was deployed to compare 
169 
differences of means between the demographic profile of respondents and various study 
variables. 
The results show that none of the demographic variables were found to be significantly 
correlated with the study variables, This finding supports the general notion that 
demographic variables are weak and inconsistent predictors of commitment (Mathieu & 
Zajac, 1990), The findings also corroborates with earlier researches where no 
relationship was found between gender and teachers' job satisfaction (Gosnell 2000; 
Sargent & Hannum, 2003) and between length of service/experience and teachers' job 
satisfaction (Dabo,1998; Michaelowa, 2002). Different social-psychological studies 
(e.g. Crosby, 1982; Mueller &Wallance, 1996) show organizational and job satisfaction 
to be equal between women and men. In a study on teachers by Chughtai & Zafar 
(2006), it was found that none of the four demographic variables—age, 
tenure/experience, marital status, and level of education—were found to be significant 
predictors of organizational commitment. 
Findings citing the non-significant relationships between the three demographic features 
and turnover were in line with previous studies where no relationship was reported 
between gender and turnover (Miller & Wheeler, 1992), between tenure/experience and 
turnover (Blau et al., 2003) and marital status and turnover (Robbins et al., 2003; 
Roque & Islam ,2003 and Blau et a)., 2003). Boe et al. (1997) did not find a 
relationship between gender and turnover for a national sample of general or special 
educators. Moreover no relationship between gender and turnover was found in state 
studies of attrition behavior (Miller et al., 1999) and intent (Cross & Billingsley, 1994). 
5.2 Conclusions 
Measurement model was assessed for all seven scales viz. Pay satisfaction (PS), 
Satisfaction with promotion opportunities (PR), Satisfaction with supervision (SU), 
Satisfaction with work-schedule flexibility (WSF), Job satisfaction (TS), Organizational 
commitment (OC) and Intention to stay (IS). The results obtained in EFA showed that 
all the scales were unidimensional in nature, except the SU scale. 
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To purify the SU scale, items with low loadings on the principal factor were deleted. PS 
scale had 6 items, PR scale had 6 items, Purified SU scale had 4 items, WSF scale had 6 
items, TS scale had 5 items, OC scale had 6 items and IS scale had 5 items each. 
Indicator reliability for all the scales was found to be satisfactory and falling within the 
recommended zone. Scale reliability was assessed in three ways i.e. Cronbach's 
coefficient alpha, construct reliability and variance extracted measures. All seven scales 
exhibited acceptable scale reliability. 
Various forms of construct validity i.e. convergent, discriminant predictive and criterion 
validity were assessed. While the first three were the part of the measurement model, 
the last was pan of structural model. Evidence of all forms of validity was found in the 
study. 
SEM was used to establish the relationship between retention factors (PS,PR,SU and 
WSF) as exogenous variables, TS,OC and IS as both exogenous and endogenous 
variables (mediating variables) and actual turnover (AT) as endogenous variable. 
Although the structural model did converge, mixed support was found for the 
hypothesized relationships between each of the constructs. While in some cases 
significant, direct and positive relationship existed between exogenous and endogenous 
variables, in all the cases the relationship was indirect through mediating variables. The 
summarized results are presented below in Table 5.1. 
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Table 5.1: Results of Path Analysis and Hypotheses Testing 
' w` t:lteshTf. __  
Res' Not Rejected Pay satisfaction has a direct, positive and significant impact on job satisfaction 
H's' Not Rejected Pay satisfaction has a direct, positive and significant impact on organizational commitment 
Res Not Rejected Pay satisfaction has a direct, positive and significant impact on intention to stay  
Me.,, Not Re jected Pay satisfaction has a negative impact on actual turnover 
HPFS Rejected Satisfaction with promotion opportunities has no direct, positive job and significant impact on 	satisfaction 
HP1P6 Rejected Satisfaction with promotion opportunities has no direct, positive and significant impact on organizational commitment 
H,,7 Rejected Satisfaction with promotion opportunities has no direct, positive and significant impact on intention to stay  
HP1$ Rejected Satisfaction with promotion opportunities has no negative impact on actual turnover 
HS19 Not Rejected Satisfaction with supervision has a direct, positive and significant impact on job satisfaction 
Hsuio Rejected Satisfaction with supervision has no direct, positive and significant impact on or 	nizational commitment 
lfsuu Rejected Satisfaction with supervision has no direct, positive and significant impact on intention to stay  
Hsu" Not Rejected Satisfaction with Supervision has a negative impact on actual turnover 
Not Rejected Satisfaction with work-schedule flexibility has a direct, positive job and si 	ificant impact on 	satisfaction 
Has"1,  Not Rejected Satisfaction with work-schedule flexibility has a direct, positive and signiflcant impact on or 	nizational commitment 
Ht„ F15 Not Rejected Satisfaction with work-schedule flexibility has a direct, positive and si 	ificant impact on intention to stay  
HII5PIb  Satisfaction with work-schedule flexibility has a negative impactNot Rejected on actual turnover 
Hrs” Not Rejected Job satisfaction has a direct, positive and significant impact on or 	nizational commitment 
H,313 Not Rejected Job satisfaction has a direct, positive and significant impact on intention to stay  
Hrs„ Not Re jected Job Satisfaction has a negative impact on actual turnover 
H0L0 Not Rejected Organizational commitment has a direct, positive and significant impact on intention to stay  
Not Rejected II00' Organizational commitment has a negative impact on actual turnover 
H,,,, Not Rejected Intention to stay has a negative impact on actual turnover 
Respondents' profile was classified into three demographic categories viz. Gender 
(male and female), Marital Status (married and single) and Experience (less.than 5 years 
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and 5 or more than 5 years). Independent sample T-test was deployed to compare 
differences of means between the demographic profile of respondents and various study 
variables. Table 5.2 illustrates the results thus obtained. 
Table 5.2: Summary of the Results of Test of Differences 
dI " 
Hs1 Not There is no significant difference in the mean scores of pay satisfaction 
Rejected between Males and Females 
Hot Not There is no significant difference in the mean scores of satisfaction with 
Rejected promotion opportrniities between Males and Females 
H03  Rejected There is a significant difference in the mean scores of satisfaction with supervision between Males and Females 
HS Not There is no significant difference in the mean scores satisfaction with work- 
_____ Rejected schedule flexibility between Males and Females 
Hs5 Not There is no significant difference in the mean scores of job satisfaction 
Re jected between Males and Females 
H06 Not There is no significant difference in the mean scores of organizational 
Re jected commitment between Males and Females 
H07 Not There is no significant difference in the moan scores of intention to stay 
Re jected between Males and Females 
H°8 Rejected There is a significant difference in the mean scores of pay satisfaction between Married and Single 
H09 There is a significant difference in the mean scores of satisfaction with Rejected promotion  opportunities between Married and Single 
H,10 Not There is no significant difference in the mean scores of satisfaction with 
Re jected supervision between Married and Single 
Hsll Not There is no significant difference in the mean scores of satisfaction with work- 
 Ref ected schedule flexibility between Married and Single 
1412 Rejected  There is a significant difference in the mean scores of job satisfaction between Married and Single 
11,13 JeCted There is 	a significant difference in the mean scores of organizational 
commitment between Married and Sine 
Hsl4 Rejected T °ere is a significant difference in the mean scores of intention to stay between Married and Single 
HA1S Not There is no significant difference in the mean scores of pay satisfaction 
Re jected between the two l3xperience Groups. 
1h16 Not There is no significant difference in the mean scores of satisfaction with 
Rejected promotion opportunities between the two EX erience Groups 
$17 Not There is no significant difference in the mean scores of satisfaction with 
Rejected supervision between the two Experience Groups 
He18 Not There is no significant difference in the mean scores of satisfaction with work- 
Rejected schedule flexibility between the two Experience Groups 
$19 Not There is no significant difference in the mean scores of job satisfaction 
Re jected between the two Experience Groups 
H2O Not There is no significant difference in the mean scores of organizational 
Re jected commitment between the two Experience Groups 
1421 	Not There is no significant difference in the mean scores of intention to stay 
Re jected between the two Experience Groups 
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CHAPTER 6: MANAGERIAL IMPLICATIONS, LIMITATIONS AND 
FUTURE RESEARCH DIRECTIONS 
Chapter Overview 
The chapter deals with a discussion of the managerial implications and contributions of 
the study followed by the limitations that the present study suffers from. In the end the 
chapter highlights the possible directions for future research. 
6.1 Managerial Implications and Contributions of the Study 
Teacher turnover, especially in Indian B-schools, is an issue that has serious 
implications for both academicians and practitioners. The expected contributions of the 
study to both theory and practice are listed below: 
From a theoretical point of view, the study offers and tests a conceptual model 
of teacher turnover in Indian Business schools. The study reveals the 
defettmnanIs of job satisfaction and organizational commitment of teachers and 
also links them with their actual turnover decision. The findings of the study are 
expected to provide an insight to both HR researchers and practitioners in 
understanding the theoretical framework of teacher turnover in Indian context. 
•.• The study intends to build on recent theoretical work aimed at extending the 
boundaries of how teacher turnover is defined and researched. The research 
contributes to HRM literature by empirically testing several hypotheses and by 
suggesting possibilities for future research. 
•:• Understanding the reasons why a Teacher leaves an Institute is very important 
from the standpoint of constructing effective teacher retention policy. The 
study's findings offer additional insights for scholars and practitioners 
concerned about voluntary turnover and retention. Indeed, the focus on 
organizational turnover determinants highlights the role of organizationally 
controllable factors for developing effective retention strategies. By recognizing 
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the significant effects of retention factors (PS, SU & WSF) on teachers' 
intention to stay and actual turnover, B-schools' administrator/s can take 
measures to retain their teaching staff and lower the turnover rates by improving 
on these aspects. 
:• The relationship between job satisfaction and organizational commitment is very 
crucial because people now often do not prefer to stay with the same 
organization for long. It has become hard for organizations to exercise influence 
on the employees for retaining them. The understanding of factors affecting 
teachers satisfaction and commitment at the workplace is of paramount 
importance for a successful educational system. Thus, the findings are important 
for B-schools since they need to focus more on these areas. 
C• An outcome of the study is the development of a reliable and valid instrument 
for measuring the various dimensions of teacher turnover. It is expected to 
provide B-schools' administration and researchers with a valuable instrument to 
aid both in the analysis of factors that leads to satisfaction and commitment of 
teachers and also establishing its link with intention to stay. 
4 Several studies on employee turnover have listed cross-sectional research design 
as one of their study limitation, but the longitudinal design of present study had 
enabled a more rigorous test of causality among the various study variables. 
There is no Indian study, in the context of B-schools that adopts a longitudinal 
design to study teacher turnover which makes the present study all the more 
relevant and purposeful. The findings of the present study not only contribute to 
the existing body of knowledge but it also holds important implications for 
academicians, practitioners and policy makers. 
•:• Since a majority of studies on teacher turnover have been conducted in 
developed countries and only limited studies have been conducted on job 
satisfaction, organizational commitment and turnover intentions among 
employees in universities from developing or less developed countries, the 
present research will contribute to the literature by drawing its sample from 
India. 
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v Paucity of research on organizational commitment and job satisfaction of 
teachers within the educational settings, especially in the context of India, has 
made the contributions of this study to the existing body of knowledge all the 
more significant. 
:• Organizations worldwide are now increasingly realizing the importance of 
retaining their talented workforce. In spite of its importance, only few studies 
have examined the topic of retention. Most of the previous studies focus more 
on turnover than retention. On the other hand, the present study refers to 
literature about turnover and subsequently extracts factors relevant to the issue 
of retention as well. Therefore, the findings of the study not only uncover the 
factors affecting teacher turnover but they can also vastly aid in determining the 
policies for retaining the teaching staff. 
As Garver and Mentzer (1999) opine, theory based research does not imply less 
managerial relevance. In fact, without a theoretical foundation for the 
propositions being tested and establishing construct validity for the measures, 
practitioners would have less confidence in the conclusions from any study. By 
adopting a rigorous methodology and ensuring reliability and validity, the study 
has sound basis for both theoretical and managerial implications. 
6.2 Limitations 
Although efforts were made to carry on a research that was theoretically and 
empirically sound, the study does suffer from few limitations. 
L• Due to very vast and varied geographical expanse of India, the respondents in 
the study represent only a certain geographical region. A more diverse coverage 
of geographic regions could have given more generalizable results. 
• Since no updated centralized data of B-schools' teachers is available to the 
researcher and practically it was not feasible to contact all the teachers in the 
sample frame either, the study was based on a limited sample. It might have 
suffered from a relatively small sample size related problems. 
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C. Being a quantitative study, it was not possible to get an in-depth understanding 
of the contextual factors behind the beliefs and perceptions of the teachers. 
Although, the research model exhibits several aspects of beliefs and perceptions 
of stayinglleaving and being satisfied as well as committed to teaching, it was 
limited by the variables that were chosen and provided by the researcher. 
r'• Another limitation is the selection of a specific time period in which turnover 
data is collected (1 year in this case), as observations are truncated after the 
measurement period. For example, if an individual left an organization the day 
after the final turnover information was collected, this individual is still 
identified as an active employee in this data. This is known as "right censoring" 
and can impact the accuracy of the findings. 
C. Participants may have responded in socially desirable ways, at the same time 
concealing their true feelings. For example, some respondents may be 
apprehensive about revealing their desires for a new job or their level of 
satisfaction with the kind of supervision they are having, promotion policies etc. 
Other more objective measures could have revealed a different picture. 
6.3 Future Research Directions 
Based on the study, the following directions for future research may be pointed out. 
:• While this study covered variables that are considered more relevant to the 
teacher turnover process, there are other variables sighted in the extant literature 
that were not included in the study. Future researchers should look for 
opportunities to collect data that allow for the investigation of those variables 
under the similar framework of structural equation model. Future studies that 
include those variables as well will provide a better picture of the teacher 
turnover phenomenon. 
i In order to increase the validity and generalisability of the findings, additional 
research can be undertaken to test this research model using a larger sample, 
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perhaps replicating the study on all a nation-wide scale. Consequently, it could 
firmly determine the possible boundary for its applicability. 
B• Being a quantitative study, it was not possible to get an in-depth understanding 
of the contextual factors behind the beliefs and perceptions of the teachers. 
Perhaps a mixed methodology with personal interviews with leavers and stayers 
in future will provide a much richer description of the reasons why stayers 
stayed and were satisfied and committed to teaching. Such research could 
provide further insight into the nature of teacher job satisfaction and 
organizational commitment, both generally and particularly. 
:• Factors that transform some teachers' perceptions from satisfaction to 
dissatisfaction over time, especially in the context of developing countries can 
be explored. To unearth the relationships of job related factors and 
organizational commitment with various behavioral outcomes could also be one 
area for further research, while studies should be conducted to test the similar 
relationships in the context of other industries of same/different origin. 
More broadly, the findings from this study could be explored with other 
organizational outcomes such as absenteeism, job performance, and 
organizational citizenship behavior. 
:• HR managers constitute an accepted source of data collection in turnover 
research (e.g., Shaw et al., 1998) and were thought to be particularly well-
positioned to comment on organizational drivers of voluntary staff turnover. 
Future researchers should look to collect data from persons holding 
managerial/authoritative position in business schools also and compare - for any 
discrepancy- their perception with that of teaching staff, regarding staff turnover 
and retention issues. 
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APPENDIX 1: QUESTIONNAIRE 
O1ESTIONNAIRE 
This questiounairc is designed to study job-relaled faccls of teaching- stall in Indian B-Schools. Please indicate your 
Opinion using the key given below. Your responses will be kept OeatidenNW and will be used for academic pwpose only. 
S.N STATEMENTS 
%m,atr 
ohs 
1 2 3 4 
Sr.onYv 
Asp. 
5 
I I feel I am being paidaa rair amount for the work that] do 1 2 3 4 5 
2 We. get frequent roiscs and' increments 1 2 3 4 
3 1 am satisfied with what my institute pays me 1 2 3 4 S 
4 My payis compatible with others in the industry 1 2 3 4 5 
5  The institute's pay p&icyis consistent 1 2 3 4 5 
6 1 feel satisfied with my chances of sakry increases 1, 2 3 4 
7 I am satisfied with the criteria set for promotion in my institute 1 2 3 a 5 
8 There is consistency in promotion policy of the institute 1 2 3 4 
9 There is ample scope for promotion in my job 1 2 3 4 S 
10 Those who do well stmd a fair chance ofbein p,tmoted in m institute 1 2 3 4 5 
I 1 People 	et promoted as fast hero as they do in other placcs 1 2 3 4 5 
12 1 am satisfied with my chaaees of pronwtiou 1 2 $ 4 
13 Personal cam 	Iencies an taken care o1U 	seniors while asst nut 	tasks 1 '_ 3 4 5 
14 There is effective su ervision in dealing with ptrsbnal ' roblems 1 2 3 4 5 
15 I feel I am under competent supervision 1 2 3 4 5 
16 I red  fln znyscniorsvc.yeocounging 1 2 3 4 5 
I7 1 feel I am being treated fairly by my seiIloIs/su Ocvkor 1 2 3 4 5 
I8 My scniocsts crvisms show interest in the feelings of subordinates 1 1 3 4 5 
19 I am satisfied with the quality Ofsu 	vision 1 2 3 4 5 
20 Mara ement accommodates familyneeds while designing work schedule I 2 3 4 5 
21 I can perform my job well and yet be able to perfonu home related duties 1 2 3 4 5 
22 1 	er timeoffor famil asnccdcd 	 _ I 2 3 4 5 
23 There han oppouthy to do art-time work without being enalzed 1 2 3 4 5 
24 •lire work schedule is very flexible 1 2 3 4 5 
25 lam satisred with m work schedule 1 2 3 4 5 
26 1 am not thinking ofleaving this institute 1 2 3 4 5 
27 As far as I can see ahca 	I intend to sta 	with this institute 1 2 3 4 5 
28 If I am completc!y lete! 	 free to choose, I will yrefer working with this institute 1 2 3 4 5 
29 Currently I am not looking for a'cb outhideiny institute f 2 3 4 5 
30 I would not leave this institute even if [ find a similar position at another inst tale 1 2 3 4 5 
31 1 an willing to work harder in order to help this institute succeed 1 2 3 d 5 
32 I feel la al to this institute 1 2 3 -0 5 
33 1 would take llj almost anyasigumcut to keep working for this institute 1 2 3 4 5 
34 1 find that my values and the institute's am vay similar 1 2 3 4 5 
35 1 am proud to be working for this institute 1 2 3 4 5 
36 l would turn down even a be tier 	ini job in erdcr to stay with this institute 1 3 4 5 
37 In most ways being a teacher is close to myideal self 1 2 3 4 5 
38 I am satisfied with bein 	ateacher  1 2 3 4 5 
39 My seevice conditions are excellent 1 2 3 d 5 
40 Sofarlhave ottluthin sl wanted as ateacher 1 2 3 3 5 
41 Ill could chosciny career over again )would still like to he a teaehcr 1 2 3 4 5 
Name 	 Contact No. &.e-mail 
Teaching Experience(Yrs)_ 	 Gonda: M_F_ MaalSwtus: Single_ blarrird_ 
Name ofte lnstiiuie 
Structural Equation Modeling (SEM): SEM is a powerful statistical technique 
that combines the measurement model (confirmatory factor analysis) and the 
structural model (regression or path analysis) into a simultaneous statistical test. 
Measurement Model: Measurement model estimates the unidimensionality, 
reliability and validity of each construct. 
Structural Model: Structural model involves estimating the relation between 
independent (exogenous) and dependent (endogenous) variables. 
LISREL: This is a Windows application for SEM developed by K. Jdreskog & D. 
Sorbom, Scientific Software International Inc (SSI). 
Maximum Likelihood Estimation method (MLE): There are various methods 
available in SEM. If the data are continuous and sample size is not very large, then 
the MLE method is recommended. The ML estimates are obtained by means of an 
iterative procedure that minimizes a particular fit function by successively 
improving the parameter estimates. 
Standardized Residual: A residual is an observed minus a fitted covariance 
(variance). A standardized residual is a residual divided by its estimated standard 
error. There are such residuals for every pair of observed variables. Standardized 
residuals provide a "statistical" metric for judging the size of a residual. They should 
have a value of <2.58 
Factor structure: It is a term used to collectively refer to the entire set of pattern 
coefficients (factor loadings) in a model. 
Item Loadings/Lambdas: The standardized parameter estimates (factor pattern 
coefficients, validity coefficients or parameter estimates) often referred to as the 
Lambdas are the loadings associated with the arrows from latent variables to their 
respective indicator variables. 
T-values: They are examined as they are independent of units of measurement. lit-
values are all significant at the pa.05 level, it indicates that each item is significantly 
related to its specified construct. 
Commonalities: These are the squared factor loadings for a variable. The 
communality measures the percent of variance in a given variable explained by its 
latent variable (factor) and may be interpreted as the reliability of the indicator. A 
recommended value is more than 0.50. 
The Root Mean Square Error of Approximation (RMSEA): This index measures 
the discrepancy between tire-observed and estimated covariance matrices per degree 
of freedom. The RMSEA measures the discrepancy in terms of the population and 
not the sample. Thus, the value of this fit index is expected to better approximate or 
estimate the population and not be affected by sample size. Again, values run on a 
continuum from 0 to 1, with values falling between 0.06 to 0.08 deemed as 
acceptable. 
Chi-square: The chi-square test is a measure of overall fit of the model to the data. 
If the chi-square value is statistically significant pc .000), it indicates that the model 
does not fit the data. 
Goodness-of-t-rt Index: The Goodness-of-Fit Index (OF!) is another indication of 
how well the model fits the data. It should be greater than 0.90. To adjust for model 
parsimony, an Adjusted Goodness-of-Fit Index (AGFI) is calculated which should 
exceed 0.90. The GFI and AGFI do not depend on sample size explicitly and 
measure how much better the model fits as compared to no model at all. 
Normed Fit Index (NFI): It is used to examine the proportion of total variance 
accounted for by a model. An acceptable value for the NFI is .90 
Non-Nonmed Fit Index (NNF1): It compares a proposed model's fit to a nested 
baseline or null model. Value of 0.90 or greater is acceptable. 
Parsimony Normed Fit Index (PNFI): It measures how much better the model fits 
as compared to a baseline model, usually the independence model. It takes 
parsimony (degrees of freedom) into account. 
Parsimonious Goodness of Fit Index (PGFI): ): It also measures how much better 
the model fits as compared to a baseline model, usually the independence model. 
Parsimony Fit Index (PFI): It reflects the amount of covariance explained by a 
model when its number of parameters is taken into account. That is, if the same 
amount of construct covariance is explained by two models, the less complex of the 
two models will have a higher PFI value. PFI values over .60 are considered 
acceptable 
Comparative Fit Index (CFI): It is as a noncentrality parameter-based index helps 
to overcome the limitation of sample size effects. This index ranges from 0 to 1, 
with 0.90 or greater representing an acceptable fit. CFI is similar to the NFI, except 
that it overcomes the difficulties associated with sample size 
Akaike's Information Criterion (AIC) and CAIC: A number of measures of fit 
have been proposed that take parsimony (in the sense of as few parameters as 
possible) as well as fit into account. These approaches try to deal with this problem 
by constructing a measure which ideally first decreases as parameters are added and 
then has a turning point such that it takes its smallest value for the best' model and 
then increases when further parameters are added. The Akaike's Information 
Criterion (AIC) and CAIC measures belong to this category. Smaller values indicate 
a better fit of the model. 
